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Abstract

ODQDJLQJ ODQJXDJH GLYHUVLW\ LQ JOREDO YLUWXDO WHDP
organizations, but the advantages of such teams can far outweigh their difficulties. While
language diversity has mostly been seen asrgebd& communication in the international
managemeriiterature it has also been proposed to be a source of competitive advantage. This
requires the proper management of team language diversity in international organizations and
especially for virtual gams who must communicate efficiently and effectively across
languages, cultures and geographic and temporal distances by using various technologies.

This dissertation analyzes how language diversity influences team processes related to tasks
and emotionsvithin the virtual context. After an exploratory study based on interviews with

20 individuals experienced in participating in multilingual virtual teams, a rmxeithods

design with quantitative and qualitative methodologies is mobilized. The quaetpditase is

based on a novel experimental methodology using a serious game that was developed within
this dissertation. 311 international participants were confronted with d&dwo scenario
simulating multilingual virtual teamwork in order to observe tltemmunication behaviors

DQG WR HYDOXDWH WKHLU SHUFHSWLRQ RI WKH WHDPY{V
methodology consists of an-b8onth organizational ethnography of a team within a European
University Alliance that includes higher educatiamstitutions in seven countries, with
interviews and participant observations.

The key findings of this dissertation demonstrate thgh-performing multilingual virtual
teams are those wherest and team cohesitiave been established by successfuiyaging
communication processeBhis thesis contributes theoretically to languagasitive research

in international business by examining language diversity in global virtual teams through the
lens of team processes. In addition, this research propos®sel methodology with potential

for simulating social interaction and experimentally comparing behaviors. The developed
serious game is also used as a tool for training in multilingual communication and teamwork.
The managerial recommendations resultiram these findings concern the importance of
understanding team language diversity, and of choosing appropriate communication behaviors
and channels to develop strong trust and team cohesion fotpkigbrming global virtual
teams.

Keywords: ethnograpi, global virtual team (GVT), language diversity, serious game, team
cohesion, trust



Résumdcourt)

La gestion € la diversité linguistique dans léguipes virtuelleiternationaleseprésente un
défi croissant pour les organisatior@ependantles asantages de ces équipdépassent
largement les difficultésSi la diversité linguistique a surtout été considélges la littérature
en management internation@dmme un obstacle a la communication, elle a également été
proposée comme une sourc@antges concurrentielsoutefois il est nécessairelans les
organisationiternationalesde gérer correctement la diversité linguistiqueseirdes équipes
et notammendeséquipes virtuelles qui doivent communiquer de mareéfieace paidela les
langles, cultures alistancegiéographique et temporelken utilisant diverses technologies.

Cettetheseanalysela facon dont la diversité linguistique influence les processgguipe
relatifsaux taches et aux émotigusingde contexte virtuelAprés uneétude exploratoire basée

sur des entretiens avec HHPEUHV HW U ByBP&QixUzIES MHultiliflemous
avons développé&n design de recherche mixtembinantméthodologie quantitative et
gualitative La phase quantitative est basée sur ugthodologieexpérimentad innovante qui
utilise un jeu sérieuxiéveloppé dans le cadre de cette thése. 311 participants internationaux
ont été confrontés K Q VFpPQDULR GTXQH quislhple leGidvail ek iqulped V
virtuelle multilingue afin d @Mer les compoeiments de communicati@ la perception des
SURFHVVXV HW GHV WbméXalvoDisgvaliGative@dnsist® €rSiHe ethnographie
organisationnellede 18 moisd fine équipefaisant partied fine alliance universitaire
européenneomposeeG { p W D E O He/sépt pay<Q &vVvac des entretiens et des observations
participantes.

Les principauxrésultatsde cette thésenontrent qu X @éstion réussie des processus de
communicationdans &s équipes virtuelles multilingueSHUP HW G fcpiiabde @i1b
FRKpVLRQ GH OfpTXLSH FH TXL DXJPHQWH VD SHUIRUPDC
contribue a la rechercheVXU O9fLPSRUWD Q FiHanGg¥medint€rddiianidl ed Q
examinant la diversité linguistique dans les équipes virgiallernationales travers le prisme

des processus ®huipe. En outre, cette recherche propose une méthodologievante
permettantde simulerdesinteractiors sociales et de comparer les comportemetiésmaniére
expérimentalelLe jeu sérieuxdéveloppé st également utilisé comme outil de formation a la
communication multilingue et au travail en équipes recommandations managériatgs
découlentde la théseconcernent fmportance de comprendre la diversité linguistique de

| Bquipe, et de choisles comportements des canaux de communication appropriés pour
GpYHORSSHU OD FRQILDQFH HW OD FRKpVLRQ GYpTXLSH

Motsclés: FRKpVLRQ GYpTXLSH FRQILDQFH GLYHUVLWpPp OLQJXL
ethnographie, jeu sérieux
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Résumgetendu)

(This is an extended abstract in French. The thesis follows in English or2hage

Les organisations du monde entier ont été contraintes de basculer leurs équipes en ligne presque
du jour au lendema lorsque le COVIB19 s'est répandu dans le monde entier en mars 2020.
Cela s'est produit cing mois apres le début de ce projet de recherche, et c'est un phénomene qui
s'est poursuivi de fagon intermittente depuis. Alors méme que cette thése a étefmalis
octobre 2022, une nouvellevague» du virus a eu un impact sur la vie quotidienne et continue

de rendre nécessaire la collaboration en ligne au jour le jour. Bien que le sujet de cette thése ait
été choisi avant toute allusion a la COVID, la padémie a renforcé l'importance du travail

virtuel et I'a établie a une plus grande échelle. Des ouvrages tdRemqmae Work Revolution

de Tsedal Neeley sont arrivés a un moment ou les organisations et les employés ont commencé
a s'intéresser aux partictités du travail a distance. Bien que I'on se demande si la tendance

au travail a distance va se poursuivre, des articles de sources telles que Forbes confirment que
«le travail a distance est |la pour rester et [qu'il] va se développer jusqu'en gR@8nson,

2022).

Une particularité de cette forme de travail est l'opportunité de collaborations
internationales. Ces collaborations internationales entre et au sein des équipes nécessitent des
compétences spécifiques. Le Forum économique mondial insis¢efai qu'au fur et a mesure
gue les organisations saisissent ces opportunités, rendues possibles grace au travail a distance,
le besoin de compétences en communication interculturelle devient plus crucial, aux cétés de
la maitrise de I'anglais et deXpertise numérique (Reuil, 2022). Les équipes doivent naviguer
sur de nouvelles frontiéres linguistiques et culturelles dans I'environnement virtuel. Dans cette
optique, cette recherche sur l'influence de la diversité linguistique sur les processuailde tra
virtuels est devenue encore plus importante qu'a ses débuts. Sachant que I'environnement de
travail d'aujourd’hui a changé, cette these a pour but d'aider les personnes qui transitionnent
vers le travail a distance a le faire mieux et plus efficacetasmuns avec les autres et a aider

les managers a diriger plus efficacement ces équipes.



Le sujet
Les équipes virtuelles internationales

Ce que I'on a appelé jusqu'a présent des équipes travaillant a distance ou en ligne pourrait plus
précisément étre pplé des équipes virtuelles internationales. Les équipes virtuelles
internationales sont définies comme des équipes dispersées géographiquement et dans le temps,
qui dépendent de la technologie pour communiquer et qui sont naturellement diverses. Les
équipes virtuelles internationales ont souvent un objectif international et sont de nature
temporaire (Chudoba et al., 2005 ; Jawadi & Boukef Charki, 2011 ; Maznevski & Chudoba,
2000).

Les équipes virtuelles internationales présentent un certain nombre agspour les
organisations. Par exemple, elles ont été spécifiquement proposées comme un moyen de rendre
compte des tendances organisationnelles du 21e siecle, ou les organisations deviennent plus
petites, moins hiérarchisées, plus flexibles et plus t@@snvers la technologie, I'apprentissage
et I'innovation (Mockaitis et al., 2018). Par conséquent, les équipes virtuelles internationales
représentent une opportunité évidente pour les organisations d'étre en mesure de réagir

rapidement pour atteindre Isuobjectifs en mobilisant des équipes virtuellement.

En outre, la littérature sur les équipes virtuelles internationales a mis en évidence les
avantages concurrentiels résultants des capacités des organisations a recruter des individus
dotés de compétees clés qui peuvent étre situés dans le monde entier (Chudoba, Wynn, Lu
& WatsonManheim, 2005 ; Jarvenpaa & Leidner, 1999 ; Zakaria, Amelinckx & Wilemon,
2004). En faisant appel a des individus a travers le monde et en organisant leur travail dans un
cade virtuel, le travail en équipe virtuelle a été cité comme un moyen d'exploiter la diversité
afin d'encourager la créativité au sein d'une équipe (Gilson, Maynard, Jones Young, Vartiainen
& Hakonen, 2015). En s'appuyant sur les avantages de I'environngirieat et sur la
diversité, les organisations qui mettent en place des équipes virtuelles internationales peuvent
répondre avec souplesse a des demandes en constante évolution (Mockaitis, Zander & De Cieri,
2018).

Malgré ces nombreux avantages, I'esapide des équipes virtuelles internationales a
entrainé un certain nombre de défis. Avant d'aborder les défis liés a la communication et au
WUDYDLO G pTXLSH QRXV DERUGHURQV GYDERUG OD TXHV

caractéristique détminante des équipes virtuelles internationales.
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La diversité linguistique

La diversité linguistique est une caractéristigue déterminante des équipes virtuelles
internationales (Chen, Geluykens & Choi, 2006). La diversité linguistique se manifeste par la
variété des langues nationales parlées par les membres de I'équipe, par leurs différents niveaux
de maitrise de la langue commune et par les luttes de pouvoir et leg@apss qui résultent

de ces différences. En tant que telle, la dynamique de ladagigde la communication est

considérée commela force motrice du commerce mondia{Charles, 2007).

La diversité linguistique est définie comme la variété des langues, nationales ou autres,
gui se manifeste dans les groupes en fonction de l'impliceé locuteurs de plusieurs langues
et des langues parlées dans l'organisation, ce qui peut provoguer une séparation ou disparité
entre les individus. Cette définition s'inspire de I'étude de CHJUarkl et BartelRadic (2016)
sur la nature multiforme da diversité linguistique qui mobilise la typologie de la diversité de
Harrison et Klein (2007).

Dans la littératureVXU OfJLPSRUWDQFH GX ODQJDJH IdQ PDQC
diversité linguistique a surtout été considérée comme une barriére a la cimatinn. Des
barriéres apparaissent lorsque par exemple les membres d'une équipe communiquent dans des
langues que les autres ne comprennent pas ou lorsque les membres de I'équipe ont des
difficultés a communiquer en raison d'un manque de maitrise @adgad commune. Les
barrieres linguistiques peuvent étre des difficultés évidentes liées a la maitrise de la langue ou
des difficultés plus cachées résultant de différences dans le style d'expression qui nuisent a la
compréhension et perturbent le partags donnaissances (Tenzer et al., 2021). Afin de
surmonter les obstacles liés a la langue, un certain nombre de solutions de gestion linguistique
RQW pWp SURSRVpHVY WHOOHV TXH OD PLVH HQ °XYUH GH
langue fonctionalle, des sessions de formation linguistique visant a améliorer les compétences
linguistiques, communicationnelles et interculturelles et le recrutement d'actifs linguistiques
qui peuvent aider les autres membres de I'équipe a surmonter les obstacistslileg par
exemple (Bordia & Bordia, 2015 ; Feely & Harzing, 2003 ; Harzing et al., 2011).

A linverse, la diversité linguistique a également été proposée comme une richesse qui
peut ajouter aux capacités de I'équipe. Cette vision plus positive sufird¢iques du
management interculturel constructif et positif (Barmeyer et al., 2021 ; Stahl & Tung, 2015),

dans lequel se situe également cette thése. La mise en évidence des avantages de la diversité
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linguistique nécessite sa bonne gestion dans lesised®ns internationales et notamment

pour les équipes virtuelles internationales qui doivent communiquer de maniére efficace et
effective a travers les langues, les cultures et les distances géographiques et temporelles en
utilisant diverses technologies

Feo " Fee—e T —'¢
Bien que I'on sache que la diversité linguistique est a la fois une barriere et une richesse pour
les équipes virtuelles internationales, on manque de connaissances sur la fagon dont la diversité
linguistique influence les équipalans I'environnement virtuel. La communication en face a
face étant limitée ou inexistante, les effets de la diversité linguistique sont amplifiés (Chudoba
et al., 2005). Par conséquent, les difficultés résultantes des différences linguistiques ou d'un
manque de compétences linguistiques ne peuvent étre évitées. Reconnaissant l'importance du
contexte virtuel pour la diversité linguistique, cette these suit Klitmgller et Lauring (2016) et
Tenzer et Pudelko (2020) qui considérent que lier larechetctH§ LPSRUWDQFH GX ODQ
management internationet le travail en équipe virtuelle est prometteur. Plus précisément, les
processus d'équipe qui sont influencés par la diversité linguistique sont essentiels a explorer
pour mieux comprendre le travail equipe virtuelle internationale et ses résultats. En effet,
les équipes virtuelles internationales subissent des processus différents de ceux des équipes

localisées, en raison de leur restriction a I'environnement en ligne.

Les processus d'équipe sorex actes interdépendants des membres qui convertissent
les entrées en résultats par le biais d'activités cognitives, verbales et comportementales visant
a organiser le travail pour atteindre des objectifs collest{fdarks et al., 2001, p. 357). Les
processus d'équipe peuvent étre divisés en processus relatifs aux taches et en processus socio
émotionnels (Powell et al., 2004). Les processus relatifs aux taches sont définis comme des
« processus d'équipe qui se produisent lorsque les membres de I'équapkettaensemble
pour accomplir une tache ou un objeetifPowell et al., 2004, p. 11). Les processus socio
emotionnels, également appelés processus interpersonnels, sont des processus d'équipe liés a

I'interaction sociale et au développement de relat{@owell et al., 2004).
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Littérature de référence

En combinant les trois themes de la diversité linguistique, des équipes virtuelles internationales

et des processus d'équipe, cette rechessheconcentre sufinfluence de la diversité
linguistique surdes processus d'équipe dans le contexte virklkd se situe au carrefour de

plusieurs champs en Sciences de gestion et du management, notamment le management
LOQOWHUQDWLRQ@DO OHV VA\VWgPHV GYLQIRUPDWLR® HW OH

tableaul résume les trois principaux concepts abordés dans cette thése.

Tableau 1: Les concepts essentiels

Concept Définition Source

La variété des langues, nationales ou autres§ ChurchMorel & Bartel

se manifeste dans les groupas fonction dg Radic (2016)
Diversité I'implication de locuteurs de plusieurs langy Harrison & Klein (2007)
linguistique | et des langues parlées dans I'organisation, ¢

peut provoquer une séparation ou disparité €

les individus.

Une équipe dispersée géographiguement et| Chudoba et al., 2005
Equi le temps, qui dépend de la technologie p Jawadi & Boukef Charki

quipe : . )

virtuelle communiquer et qui est na_lturellement divel 2011 _
. . Les équipes virtuelles internationales ( Maznevski & Chudoba
internationale A .

souvent un objectif international et sont | 2000

nature temporaire

«Les actes interdépendants des membreg Marks, = Mathieu &
p convertissent les entrées en résultats par le | Zaccaro (2001, p. 357)

rocessus L .

GTpTXLS d'activités cognlt_lves, ) v_erbales _

comportementales visantaxganiser le travai

pour atteindre des objectifs collectifs

La langue est désormais considérée comme une questbK «<F° XU GHV DFWLYL)
management international (Brannen et al., 2014, p. 495). Cela s'ex@ par le fait que
I'essence du travail s'exprime a travers la langue (Zarifian, 2009). La recherche sur la langue
dans le management international s'est particulierement attachée a fournir des moyens de
surmonter les barrieres linguistiques. Ces sahgti@xistent a tous les niveaux d'une
organisation et comprennent, par exemple, I'offre d'une formation linguistique, la désignation
d'une langue d'entreprise ou la promotion de normes de communication (Feely & Harzing,

2003 ; Harzing et al., 2011). Tout eansidérant la diversité linguistique comme un obstacle,
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certaines recherches ont abordé la diversité linguistique en termes de ressources ou de sources
de pouvoir (Piekkari et al., 2005).

En outre, l'influence de la langue sur une série de situatiétés@ise en compte. Par
conséquent, les chercheurs ont établi un lien entre la langue et son influence sur le travail en
équipe (Kassi¢lenderson, 2005), I'efficacité de la communication (Charles & Marschan
Piekkari, 2002 ; Kim, Roberson, Russo & Briga@019), les relations et les émotions des
membres de I'équipe (Charles, 2007 ; Cohen & Kddsigderson, 2012 ; Hinds et al, 2014 ;
Tenzer & Pudelko, 2015) et 'utilisation de différents médias pour la communication en équipe
(Fleischmann, Aritz & Cardor2020 ; Klitmgller & Lauring, 2013 ; Tenzer & Pudelko, 2016).

Afin d'améliorer encore la compréhension de la diversité linguistique, nous suivons le
conseil d'Angouri et Piekkari (2018, p. 21) qui appellent a une recherche sur la langue dans le
domaine dunanagement international qufait un zoom sur les pratiques des employés autour
de processus spécifiques et un zoom arriére sur le contexte plusdargene moyen de réunir

la théorie et la pratique.

Le point de vue de la pratique sociale de la langog Karhunen Kankaanranta,
LouhialaSalminen, & Piekkari 2018) démontre l'importance d'observer la diversité
linguistique dans le contexte des équipes virtuelles internationales. La vision de la pratique
sociale de la langue s'inscrit dans la lignég études sociolinguistiques. Elle décrit comment
la langue crée unelentille linguistique» et affirme que la langue n'existe pas en soi, mais
gu'elle est un produit de I'action sociale et qu'elle est intégrée dans de matijptess de
contexte (Karhinen et al.2018). Comme le disent Miles et Huberman (1994¢, sens est
toujours dans le contexte et les contextes incorporent lesggnsl02). Une des couches de
contexte est I'équipe virtuelle internationale, ou les individus sont physiquemesrsdis et
ou ils viennent de différents horizons linguistiques, parlant tous la langue commune a leur

maniére.

Jusqu'a présent, les études précédentes ont négligé les aspects linguistiques de la
collaboration au sein des équipes virtuelles (Lockwood & SB080). Pourtant, étant donné
gue la diversité linguistique est une caractéristique essentielle des équipes virtuelles
internationales, comme le montre sa définition qui stipule que ces équipesaturiedement
diversifiees», elle mérite une plus gnde attention. Lorsque les aspects linguistiques ont été

pris en compte dans la littérature, ils sont souvent réduits aux défis de ces equipes. Par exemple,
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I'étude de Karjalainen et Soparnot (2010) a réevélé que les principaux défis des equipes
virtuelles internationales sont la communication, la confiance et la compréhension
interculturelle. Afin de mieux comprendre la diversité linguistigue dans les contextes
professionnels et virtuels, les chercheurs appellent & une enquéte sur linfluence des
technologes sur le partage des connaissances et la compréhension mutuelle dans les rencontres
interlinguistiques, ainsi qu'a une plus grande attention autour des effets de la langue sur la
dynamique et la performance des équipes (Karhunen et al., 2018 ; Li, Yarampta, & Bell,

2018).

Suite a une premiere revue de la littérature croisant la recherche relative aux langues
dans le management international et les équipes virtuelles internationales, un certain nombre
de processus relatif aux taches et de processis-@motionnels influencés par la diversité
linguistique se fait jour. Les pratiques linguistiques peuvent étre fluides et hybrides et, en tant
gue telles, sont étroitement liées aux processus d'équipe (Angouri & Piekkari, 2018). Ainsi,
nous cherchons amprendre la diversité linguistique comme un processus. En effet, Janssens

et Steyaert (2014) ont mis en évidence les éléments fluides et fixes de la langue.

Plus précisément, sur la base d'une revue de la littérature et renforcée par notre étude
explorabire sur la diversité linguistique dans les équipes virtuelles, les comportements de
communication, la confiance et la cohésion d'équipe sont identifiés pour une future étude sur
la diversité linguistique dans les équipes virtuelles internationales.d@eadpects sont liés a
différents types de processus d'équipe, les comportements de communication représentant
principalement des processus relatifs aux taches, tandis que la confiance et la cohésion d'équipe

représentent des processus s@eimtionnels.

En ce qui concerne la communication relative aux taches, cette recherche revient sur
les stratégies qui avaient été décrites dans la littérature comme un moyen de surmonter les
barriéres linguistiques. Cependant, si ces stratégies donnent une indicateomsamniere de
communiquer dans une équipe multilingue, elles méritent d'étre précisées dans le contexte des
equipes virtuelles internationales. En outre, elles peuvent étre mieux définies en ce qui
concerne les personnes qui utilisent réellement casgitea et dans quelles situations. Grace
a cette compréhension, les managers seraient mieux a méme de cibler leurs efforts la ou ces
FRPSRUWHPHQWY GH FRPPXQLFDWLRQ GHYUDLHQW rWUH Pl
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Concernant les processus seérotionnels, d'une part, Powetlses collegues (2004)
soulignent l'importance et la difficulté de développer la confiance dans les équipes virtuelles
internationales. Leur appel a la recherche sur la confiance dans ces équipes suggere d'identifier
les activités de socialisation qui paaient favoriser une confiance rapide et durable (Powell
et al., 2004). Nous pensons que la diversité linguistique mérite une attention particuliere dans
le cadre de cette question, car les activités de socialisation peuvent étre modérées par les
languesD'autre part, Tenzer, Pudelko et Harzing (2014) poursuivent I'étude de la confiance
dans des équipes virtuelles multilingues et montrent comment la compétence linguistique a
joué un réle clé dans I'établissement de la confiance. Cependant, bien quidlerexies

équipes virtuelles, la maniére exacte dont ce contexte modeére la confiance fait défaut.

Concernant un autre processus sagimtionnel, de nombreux auteurs appellent a la
recherche sur la cohésion d'équipe (Powell et al., 2004 ; Tenzer & 8U2eR0). La cohésion
d'équipe, comme la confiance, émerge et évolue a travers linteraction sociale et est un
indicateur d'une équipe forte. En comprenant comment la diversité linguistique influence le
développement de ces processus basés sur les ém@Esnmanagers seraient mieux équipés
pour renforcer la confiance et la cohésion d'équipe dans les équipes virtuelles internationales
multilingues. Powell et ses collegues (2004) tentent de rapprocher la cohésion d'équipe et la
diversité en posant la quist suivante : «es chefs d'équipe peuveitd minimiser la diversité
de niveau profond pour améliorer la cohésion(Powell et al., 2004). Bien que cette question
Soit intéressante, nous optons pour une vision constructive et positive du management
interculturel (Barmeyer et al., 2021 ; Stahl & Tung, 2015), ajoutant ainsi la question suivante :
La diversité linguistique peglle améliorer la cohésion ? De méme, Tenzer et Pudelko (2020)
proposent de s'appuyer sur les études relatives a la confiamgk afomprendre comment la
diversité linguistique influence les émotions au sein des équipes. L'un de ces exemples

d'émotions qui mérite une attention particuliere est la cohésion (Tenzer & Pudelko, 2020).

En combinant ces perspectives et ces appelseaharche sur les processus relatifs aux
taches et les processus seérotionnels, qui traversent les frontieres des domaines de
rechercheV XU OfLPSRUWDQFH GX ODQJDJH EIEqRipeQOrtuEllEsH QW L Q
internationales, cette rechercheukgne l'importance de développer la compréhension des
comportements de communication, de la confiance et de la cohésion d'équipe dans les équipes

virtuelles internationales multilingues.
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Question de recherche

La question principale de recherche deecdissertation est la suivante

Comment la diversité linguistique influentelle

les processus d'équipe dans le contexte virtuel ?

Cette question est d'abord examinée dans le cadre d'une étude exploratoire comprenant
des entretiens avec 20 membres responsables d'équipes virtuelles multilingues. En
considérant cette question dans le contexte de I'équipe virtuelle, notre exploration se limite a la
communication en ligne, ainsi qu'aux contraintes et possibilités qui en découlent pour les
équipes et l¢ravail en équipe. Les résultats soulignent I'importance de considérer une double
lentille de processus relatifs aux taches et aux processusesncotmnnels pour comprendre
l'influence de la diversité linguistique sur les équipes virtuelles interngran plus des
comportements de communication, la confiance et la cohésion de I'équipe sont mises en
évidence comme étant particulierement importantes pour les équipes virtuelles multilingues.
Sur la base de ces résultats, nous nous concentrons somjgsrtements de communication,
la confiance et la cohésion d'équipe avec trois questions de recherche subséquentes, comme

indiqué dans l'encadré suivant.

Question principale de recherche :
Comment la diversité linguistique influentelle les processud'équipe dans le contex
virtuel ?
Questions de recherche secondaires
a. Comment la diversité linguistiqgue influentelle les comportements ¢
communication relatifs aux taches dans une équipe virtuelle multilingue ?

b. Comment la diversité linguistiquafluencet-elle la confiance dans une équi
virtuelle multilingue ?

C. Comment la diversité linguistique influentelle le développement de
cohésion de I'équipe dans une équipe virtuelle multilingue ?
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On peut noter que la recherche peut largemest @&tordée de quatre maniéres en
fonction des objectifs du chercheur (description, explication, compréhension ou
transformation, Livian & Mitev, 2019). Cette these privilégie la troisiéme, la compréhension,
car notre objectif principal est de comprend@ourquoi les acteurs pensent ou se comportent
de cette maniére (Livian & Mitev, 2019). Nous intégrons également des éléments
d'explication en testant des relations causales. En explorant des exemples spécifiques de
processus d'équipe (par exemple, lagnmication, la confiance et la cohésion d'équipe, nous
sommes en mesure de comprendre et d'expliquer comment la diversité linguistique influence

les processus d'équipe.

Fec%eo T3 "F1...8S%"...SF - ex-St'Z %<t ~—1% Tifoeote 71
Cette recherche est informée parparadigme interprétativiste qui vise a comprendre les
processus d'interprétation, de création de sens et de communication, tout en considérant la
facon dont les individus voient le monde (GavBetret et al., 2012). Si la tradition
interprétativiste pvilégie généralement les études de cas, les entretiens et I'ethnographie
(Piekkari et al., 2022), la recherche interprétativiste est également connue pour intégrer des
méthodes quantitatives en sciences sociales (Babones, 2016). Cette these propose une
intégration des méthodes qualitatives et quantitatives dans un design de méthodes mixtes qui
comprend différentes phases de recherche inductive et déductive. Les résultats des différentes

phases sont fusionnés et triangulés dans une phase finale d'ahdliygerprétation.

La conception de recherche a méthodes mixtes de cette étude est déployée en trois
études. Pour commencer, une étude exploratoire basée sur des entretiehsgasnavec 20
membres et managers d'équipes virtuelles multilingues egtemeobjectif des entretiens est
de comprendre les expériences des membres et des managers de I'équipe et les mécanismes de
communication et de fonctionnement de leurs équipes. Les questions couvrent quatre themes :
la vision et les actions de l'organisat pour prendre en compte la diversité linguistique, le
parcours et les caractéristiques de l'individu, le mode de fonctionnement de I'équipe et les
normes geénérales de communication, et enfin, si et comment la diversité linguistique a

influencé l'efficacé de I'équipe.
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Les résultats de I'étude exploratoire montrent comment et dans quelles situations un
certain nombre de stratégies de gestion linguistique sont les mieux utilisées. En effet, cette
étude permet de mieux comprendre les stratégies qui aetéguroposées précédemment dans
la littérature sur la gestion des langues dans le management international. En outre, les résultats
soulevent d'autres questions quant a savoir quand et par qui ces stratégies de communication
sont utilisées a plus grandehelle. Les résultats soulévent également des questions sur les
liens entre la diversité linguistique, la confiance et la cohésion d'équipe. En effet, alors que ces
deux processus soe@motionnels ont été identifiés dans la littérature scientifique comme
essentiels pour les équipes linguistiquement diversifiées, ou les eéquipes virtuelles
internationales, la maniere dont elles se développent et dont elles sont influencées par les
doubles caractéristiques de I'équipe que sont la diversité linguistiqueirttiddité reste peu

claire.

Ainsi, afin d'aborder les complexités de la facon dont la diversité linguistique influence
OD FRPPXQLFDWLRQ OD FRQILDQFH HW OD FRKpVLRQ C
internationales, la phase suivante de ce planaerehe implique une approche de méthodes
mixtes. Ainsi, nous sommes en mesure d'acquérir une compréhension plus compléte du
probleme de recherche avec des méthodes visant a la fois a comprendre les relations entre les
variables et a retourner de nouvedk pierres. Les études quantitatives et qualitatives ont été

menées simultanément.

L'étude quantitative est basée sur une méthodologie expérimentale inédite utilisant un
jeu sérieux qui a été développé dans le cadre de cette thése. D'un point de odelotitiue,
les méthodes mixtes et les modeles de recherche expérimentale ont été cités comme
prometteurs pour mieux comprendre les comportements dans le domaine de la recherche
relative aux langues dans le management international (Tenzer et al., 28lE7s'd@vere
intéressant car les processus d'équipe sont a la fois influencés par et composés des
comportements individuels des membres de I'équipe. En utilisant le jeu sérieux, 311
participants internationaux sont confrontés a un scénario de deux heouénsiun travail
d'équipe virtuel multilingue. Sur la base des choix effectués par les participants au cours de la
simulation, nous mesurons les comportements de communication liés aux taches (question
secondaire a) et évaluons la perception de la ca®ian sein de I'équipe par les participants
(question secondaire b). L'analyse est menée en deux phases, en commencant par une analyse
de variance et de régression pour comparer les relations directes entre les variables. Cette
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analyse est suivie d'une nm@igation par équation structurelle afin de fournir une vue
d'ensemble de toutes les variables incluses dans le jeu sérieux. Méme en considérant la relation
entre les variables prédéfinies, le chercheur maintient une position de réflexivité tout au long
du processus de recherche, ce qui est caractéristique de linterprétativisme (Alvesson &
Skoéldberg, 2009 dans Babones, 2016).

En paralléle, I'étude qualitative plonge plus profondément dans I'exploration d'un autre
processus sociémotionnel de I'équipe éitement lié : la cohésion de I'équipe (souestion
de recherche c). Pour ce faire, une ethnographie organisationnelle d'une équipe au sein d'une
alliance universitaire européenne est réalisée. L'alliance comprend des établissements
d'enseignement supéuiede sept pays, mais ses équipes sont encore plus diverses, avec des
membres originaires du monde entier. L'étude ethnographique se concentre sur une équipe au
sein de l'alliance qui est chargée de renforcer le multilinguisme et le multiculturalisme. Les
observations des participants se déroulent suhdixmois, et des entretiens sont menés avec
14 membres de I'équipe et 11 autres membres de l'alliance en dehors de I'équipe principale. Il
existe trois schémas d'analyse des données : un codage thérreée d'une approche
émergente (Gioia, Corley, & Hamilton, 2013), puis un codage plus déductif intégrant les
dimensions de la cohésion d'équipe de Salas, Grossman, Hughes et Coultas (2015), et un

dernier schéma se concentrant sur les aspects tempotedwail d'équipe.

Bien que chacune de ces études soit précieuse et contribue individuellement a la
rechercheV XU OfLPSRUWD Q m&haGere ih@ra&idndl, ka@ontribution la plus
significative de cette thése se trouve dans la phase d'anialgke &u cours de laquelle les
données des trois études sont intégrées et analysées ensemble dans une derniére étape,

triangulant ainsi les résultats des trois études.
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Tableau2: Les sousquestions de recherche et les méthod@gies associées

Etude Question de recherche Méthodologie Raisonnement de
méthodologie choisie

Etudel o Explorer des processl|
Comment la diversité linguistiq) Qualitative complexes et découvr
influencet-elle  les  processy gntretiens de nouveaux élémen
d'équipe dans le contexte virtuel expioratoires semi QUi N'avaient pas e
(Question principale de la recherdh structurés identifiés auparavar

dans la littérature.

Etude2 |a. Comment la diversité linguistiqy
influencet-elle les comportements ¢

o NN ~ uantitative
communication lies a la tache dg Q , .
une équipe virtuelle multilingue ? | Jeu sérieux Expliquer les relation
. |expérimental en |€ntre es variables
b. Comment la diversité linguistiqy .
: : ligne
influencet-elle la confiance dans uf
équipe virtuelle multilingue ?

Etude3 |c. Comment la diversité linguistiq Découvrir des élémen
influencet-elle le développement q Qualitative tout en se concentrant s
la cohésion d'équipe dans une équ _ une exylication
virtuelle multilingue ? Ethnographie contextuelle de

Ol’ganlsatlonnelle perceptions et de

sentiments.

Le périmetre de la recherche

L'objectif de cette recherche est de comprendre comment la diversité linguistique influence les
SURFHVVXV GDQV GLIIpUHQWY W\SHV Gifi pdé Xdughid WineyY L U W X H
compréhension plus holistique de la question de recherche. Ainsi, le champ de recherche est
celui des équipes virtuelles internationales dans les organisations internationales, qu'il s'agisse
d'entreprises privées ou d'organisations a boh lucratif comme les établissements
d'enseignement supérieur). En effet, au cours de la recherche, I'opportunité de travailler avec
XQH $OOLDQFH 8QLYHUVLWDLUH (XURSpPpHQQH FRPSRVpH GH
a travers I'Europe s'est pantée. Bien que les objectifs de I'Alliance Universitaire Européenne

ne puissent étre qualifiés de semblables a ceux des sociétés multinatidguplge étudiée

est une équipe virtuelle internationale
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Le champ linguistique de cette recherche se dirailx moyens quotidiens, parlés et
écrits, de la communication humaine (Welch & Welch, 2018, 2019). Cette conceptualisation
est principalement basée sur les langues nationales, mais inclut égalenteatriespeak ou
les langues spécifiques utiliséesr das équipes de travail. Par conséquent, le champ
linguistique n'inclut pas le langage gestuel tel que la langue des signes ou le langage corporel

comme objet d'étude.

En ce qui concerne le niveau d'étude, l'accent est mis sur les caractéristiques (par
exemple, la diversité linguistique et la virtualité de I'équipe) et les processus au niveau de
I'équipe. Cependant, afin de parvenir & des caractéristiques au niveau de l'équipe, les
caractéristiques et les comportements individuels sont observés. Etesftetractéristiques
et les comportements individuels contribuent directement a la construction des processus
d'équipe. Les caractéristiques individuelles comprennent des aspects liés aux compétences
linguistiques, aux expériences internationales et anfnsents concernant l'utilisation des
technologies de l'information, par exemple. Nous pensons que cette approchevealtiest
nécessaire car la collaboration et la synergie d'équipe sont créées en joignant les forces et les
gualités des individus dansn résultat qui est plus grand que la somme de ses parties
(Katzenbach & Smith 1993 dans Tenzer et al., 2017). La recherche multiniveau a été citée
comme particulierement prometteuse pour étudier les collaborations multilingues (Tenzer et

al., 2017), biemu'elle doive étre abordée avec prudence en raison de sa nature complexe.

Découvertes et contributions clefs

Les principaux résultats de cette these démontrent que les équipes virtuelles multilingues les
plus performantes sont celles ou la confianda ebhésion de I'équipe ont été établies par une

gestion réussie des processus de communication.

Cette thése contribue théoriguement a la recherche sur la sensibilité aux langues dans
le management international en examinant la diversité linguistiqudetaéquipes virtuelles
internationales a travers le prisme des processus d'équipe. La diversité linguistique influence a
la fois les processus relatifs aux taches et les processustgoaimnnels. En se concentrant
sur les taches, la compétence linggist relative a des implications plus profondes que la

compétence linguistique absolue dans la langue commune. Il en va de méme pour la confiance
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et la cohésion de I'équipe, qui sont largement informées par les émotions résultant des
caractéristiques lingstiques relatives. Par conséquent, nous encourageons les
conceptualisations avec une vision a double niveau de la diversité linguistique a deux égards :
les caractéristiques de surface et de profondeur de la diversité linguistignegite et ses

implications de surface et de profondeur sur les processus d'équipe.

(Q RXWUH GDQV OH GRPDLQH GHV V\VWgPHV G LQIRUP
majeure des théories sur le choix du canal de communication est le manque de prise en compte
des facteurs coexktuels (Pallud, 2018). Autrement dit, le choix du canal de communication
n'est pas completement rationnel et simple, mais est affecté par plusieurs contextes. Cette thése
propose donc une reconceptualisation des théories liées au choix du canal de catiamuni
En partant du point de vue de la pratique sociale de la langue dans laquelle le contexte est
essentiel, nous proposons l'intégration de quatre facteurs contextuels, notamment les facteurs
individuels, techniques, sociaux et émotionnels, afin deuxnieomprendre comment
sélectionner les canaux les mieux adaptés pour communiquer dans une équipe virtuelle

multilingue.

Cette recherche propose une nouvelle méthodologie basée sur un jeu sérieux
expérimental, qui a été créé dans le cadre de cette reeh@ette méthodologie présente un
grand potentiel pour la simulation d'interactions sociales et la comparaison expérimentale de
comportements. Le développement ultérieur de I'outil de recherche s'avere prometteur pour la
recherche comportementale a verangl le domaine du management international et de la
gestion. Le jeu sérieux développé est également utilisé comme outil de formation a la

communication multilingue et au travail en équipe.

Au niveau manageérial, les avantages de la mise en relationyfelaidjue des langues,
des canaux de communication et dspects sociaux peuvenpeserles bases d'une gestion
virtuelle efficace dans les multinationabes(Klitmgller et al., 2015, p. 270). Les
recommandations managériales découlant de ces résultaterment le choix de
comportements et de canaux de communication appropriés pour développer une confiance
solide et une cohésion d'équipe pour des équipes virtuelles internationales performantes, ainsi
gue la compréhension de la maniére de renforcerpestpositifs de la diversité linguistique.
En tant que telle, cette recherche se préte a la compréhension de la gestion de la diversité et a
OD PLVH HQ °XYUH GH SUDWLTXHYVY LQFOXVLYHYV
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En outre, le jeu sérieux développé est un outil précieux pour lessgiarfaels des
UHVVRXUFHV KXPDLQHV TXL VRXKDLWHQW PHWWUH HQ °X°
multilingue et le travail en équipe. En plus de son potentiel pour la recherche, ce jeu a un aspect
pédagogique qui propose une formation expérientiellensanagers et employés pour mieux
communiquer et gérer des équipes diverses et a distances. Ce jeu a été testé par des
SURIHVVLRQQHOV HW GHV pWXGLDQWYV pouflla RhaorD:IIILUPp (
330D\LQJ WKH JDPH LV DsXkUfband hioenkhtive.lé@ried a lat\Vabdut
international team leadership, intercultural communication and myself along the” way!

HQVHLIJQDQWH GYDQJODLYV j Of8QLYHUVLWp *UHQREOH $0S
et desdebriefsautour du ja, cet outil peut étre intégré plus largement dans une initiative qui
VRXOLIJQH OD GLYHUVLWp OfYpTXLWp HW OJLQFOXVLRQ

Enfin, cette these a bénéficié d'interactions et de discussions avec la communauté
scientifique et a déja donné lieu a une publicatiorsddanagement internationaMi, une
revue a comité de lecture de rang A (classement HCERES 2020), ainsi qu'a des chapitres de
livres dans des ouvrages collectifs intituldéthodes de recherche innovantes et alternatives
en économie et gestion / Innovatiand alternative research methods in economics and

Business Administration et Internationalisation : la mobilisation des ressources immatérielles

Comme l'a établi cette thése, les opportunités sont nombreuses pour développer
davantage la recherche quaverse la frontiere entre la diversité linguistique et les équipes
virtuelles internationales. Ayant proposé que les équipes virtuelles multilingues performantes
sont celles ou la confiance et la cohésion de I'équipe ont été établies par une gesigota®uss
processus de communication, nous encourageons la poursuite des recherches visant a aider les
managers et les équipes a se préparer au travail en ligne. Ce travail en ligne n'est pas nouveau,
mais il évolue rapidement. Les organisations feraient lienprofiter des avantages

intrinseéquement présents, mais parfois difficiles a gérer, des équipes virtuelles multilingues.
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INTRODUCTION

Organizations worldwide were forced to move their teams online almost overnight when
COVID-19 spread across theogke in March 2020. This occurred five months after this
research project began, and is a phenomenon which has continued on and off since. Even as
WKLY GLVVHUWDWLRQ LV ILQDOL]HG LQ 2FWREHU WKt
impacting daily lie and continues the necessity of online collaboration on-toeldgy basis.

While the topic of this dissertation was selected before any hint of CQ9]Bhe pandemic

reinforced the importance of virtual work and established it at a much larger saats.d8ah

as Remote Work Revolutiohy Tsedal Neeley came at a time when organizations and
employees increasingly began navigating the particularities of remote work. While there has
been some debate if the remote work trend will continue, articles fromesosuch as Forbes
FRQILUP WKDW 3UHPRWH ZRUN LV KHUKRWIRoY,\2R2) DQG ZLOO

A patrticularity of this form of work is the opportunity for international collaborations.
These international collaborations between and wittamis require specific skills. The World
Economic Forum insists that as organizations take on these international opportunities that
have been made possible because of remote work, the need for intercultural communication
skills is becoming more critical Jangside English proficiency and digital expert(&euil,
2022) Teams must navigate new linguistic and cultural boundaries within the virtual
environment. With this in mind, this research on the influence of language diversity on virtual
work processesshda EHFRPH HYHQ PRUH LPSRUWDQW WKDQ ZKHQ L
work environment has changed, this dissertation aims to help those transitioning online to
better and more effectively work with each other and to help managers more effectively lead

these teams.
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The topic
Global Virtual Teams (GVTSs)

What has so far been referred to as teams doing remote or online work could more precisely be
called global virtual teams (GVTs). Global virtual teams (GVTs) are definezhas that are
temporally and gographically dispersed, that depamdtechimlogy to communicate and that
arenaturally diverseln addition, GVTs often have an intermatal objective and are temporary

in natue (ChudobaWynn, Lu & WatsoAManheim 2005; Jawadi & Bokef Charki, 2011;
Maznevski & Chudoba, 2000)

GVTs represent a number of advantages for organizations. For exampl&atieey
specifically been proposed as a means to account for organizatodahncies in the 21
century where organizations are bewog smaller, flatter, more flexible and more orientated
towards technology, learning and innovat{dockaitis, Zander & De Cieri2018) Therefore,
GVTs represent a clear opportunity for organizationstalie to react quickly to achieve their

objectives through mobilizing teams virtually.

In addition, the literature on GVTs has highlighted the competitive advantages resulting
IURP RUJDQL]DWLRQVY DELOLWLHYV WR UH Frbby baNoda®@dG L Y L G X
throughout thevorld (Chudoba, Wynn, Lu & WatseManheim, 2005; Jarvenpaa & Leidner,
1999; Zakaria, Amelinckx & Wilemon, 2008y calling on individuals across the world and
organizing their work in the virtual settinggrtual teamwork ha been cited as a means to
harness diversityn order to encouragereativity within a team (Gilson, Maynard, Jones
Young, Vartiainen & Hakonen, 2015By leaning in on the advantages of the virtual
environment and of diversitprganizations that estallli&VTs can respond flexibly to ever
changing demands (Mockaitis, Zander & De Cieri, 2018).

Despite the numerous advantages, the rapid rise of GVTs has brought a number of
challenges. Before addressing challenges related to communication and teamwaoekf we n

turn to a discussion of language diversity, which is a defining characteristic of GVTSs.

Language diversity

Language diversity is a defining characteristic of global virtual te@hen Geluykens &

Choi, 2006) Language diversity can be seen in the variety of national languages spoken by
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team members, in their wang levels of proficiency in the common language and in the power
struggles and subgroups that result from such differences. As such, language and
FRPPXQLFDWLRQ G\QDPLFV KDYH EHHQ UHSRUWHG WR EH
(Charles, 2007)

Language diversity is defined dke variety of languages, national or other, that
manifests in groups based on the involvement of speakers from multiple langnagee
languages spoken in the organization, which may cause separation and disparity between
individuals. This definition is inspired by Churellorel and Bartel5 DGLF TV VWXG\ |
the multifaceted nature of language diversity which mobilizes Ha@@is® QG .OHLQYV
diversity typology.

Within the languageensitive literature in international business (IB), language
diversity has mostly been regarded to be a barrier to communication. Barriers occur when team
members communicate in languages tthérs do not understand or when team members have
difficulty communicating due to lack of language proficiency in the common language, for
example. Language barriers can both be evident difficulties related to language proficiency or
more hidden difficules resulting from differences in speaking style that impair sense making
and disruptknowledge sharing (Tenzer, Pudelko & ZellaiBruhn 2021). In order to
overcome languageelated barriers, a number of language management solutions have been
proposed, vch as the implementation of English as a corporate or functional language,
language training sessions aimed at improving language, communication and intercultural
skills and the recruitment of languagased assets which can help other team members
overcane language barriers, for examgiordia & Bordia, 2Q5; Feely & Harzing, 2003;

Harzing Koster & Magner2011)

Conversely, language diversity has also been proposed to ba@sgdhan can add to
WKH WHDPTV FDSDELOLWLHY 7KLV PRUH SRVLWLYH YLHZ
positive intercultural manageme(®Barmeyer Bausch & Mayrhofer2021; Stahl & Tung,
2015) which is also where this dissertation is situatédhlighting the advantages of language
diversity requires its proper management ireiinational organizations and especially for
GVTs who must communicate efficiently and effectively across languages, cultures and

geographic and temporal distances by using various technologies.
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Team processes

Despite knowing that language diversity igtba barrier and a richness for GVTs, knowledge

of howlanguage diversitinfluences teams ithe virtual environmeris lacking Because face

to-face communication is limited or inexistent, the effects of language diversity are amplified
(Chudoba et al., 2005T herefore, difficulties resulting from langge differences or a lack of
language skills cannot be avoided. Recognizing the importance of the virtual context for
language diversitythis dissertation follows Klitmler and Lauring (2016) and Tenzer and
Pudelko (2020) who view connecting languagesitive research and virtual teamwork as
promising. Specifically, team processes that are influenced by language diversity are critical to
explore for better understanding global virtual teamwork and outcomes. This is because global
virtual teams undergo pcesses in a different manner than collocated teams based on their

restriction to the online environment.

Team processes attPHPEHUVY LOWHUGHSHQGHQW DFWV WKDW
through cognitive, verbal, and behavioral activities directed towegenizing taskwork to
DFKLHYH FR O Q\thREYMathitulRAacaarp200], p. 357. Team processes can be
further divided into taskased processes and seemotional processes (PoweRiccoli &
lves 2004). Taskased processes are defiaeD V WretBsBes that occur as team members
ZRUN WRJIJHWKHU WR DFFRPe8Ddt \alK 2D0AME.DLY. NSoBidémbiobaD
processes, also known as interpersonal processes, are teaessps related to social

interaction and development of relationshipswell et al., 2004).

Essential literature

Combining the three topics of lang@adjversity, global virtual teams and team processes, this
research will investigate the influence of language diversity on team processes in the virtual
context. This subject sits at the crossroads of three fields of management research including
internatonal management, information systems and human resource managéaia

summarizes the three main conceqtdressed in this dissertation.
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Table 3: Essential concepts

Concept

Definition

Source

Language
diversity

The varietyof languages, national or othe
that manifests in groups based on
involvement of speakers from multip
languages and the languages spoken in
organization, which may cause separat
and disparity between individuals.

ChurchMorel & BartelRadic
(2016

Harrison & Klein (2007)

Global
virtual team

A team that is temporally an
geographically dispersed, thdependson
technology to communicate and that
naturally diverse.GVTs often have al
internatonal objective and are temporary,
nature.

Chudbba et al., 2005
Jawadi & Boukef Charki, 201
Maznevski & Chudoba, 2000

Team
process

SOHPEHUVY LQWHUGHSH(
inputs to outcomes through cognitiy
verbal, and behavioral activities direct
toward organizing taskwork to achie
collectiyH JRDOV"’

Marks, Mathieu & Zaccardg
(2001, p. 357)

IDQJXDJH LV QRZ FRQVLGHUHG® inte@atlonaV/ Kudinéds \\B)W K H
D FW L YBrakineH Riékkari & Tietze 2014, p. 495) This is because the essence of work is

expressed through langua@arifian, 2009) Languagesensitive research in IB has esiadly

focusedon providing means to overcome language barriers. These solutions exist at every level
of an organization and include providing language training, designating a corporate language,
or encouraging communication norms, for exan(pleely & Harzing 2003;Harzing et al.,

2011) At the same time as viewing language diversity as a barrier, some research has discussed

language diversity in terms of resources or sources of g@iakkari Vaara, Tienari & Santti

2005)

Additiondly, the influence of language on a range of situations has been considered.
Therefore, scholars have linked language and its influence on teamwork {Hasdisrson,
2005), communication effectiveness (Charles & Marsdbiakkari, 2002; Kim, Roberson,
Russo & Briganti, 2019), team member relationships and emotions (Charles, 2007; Cohen &
KassisHenderson, 2012; Hinddleeley & Cramton2014; Tenzer & Pudelko, 2015) and the
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use of different media for team communication (Fleischmann, Aritz & Cardon, 2020;
Klitmgller & Lauring, 2013; Tenzer & Pudelko, 2016).

In order to further increase understanding of language diversity, we follow the advice
of Angouri and Piekkari (2018, p. 21) who call for research on language in the field of IB that
3S]RRP>V @ LiQeswfeiplByeds Bidund specific processes and zoom[s] out on the wider
FRQWH[W" DV D PHDQV WR EULQJ WRJHWKHU WKHRU\ DQG S

The social practice view of languagee KarhunerKankaanranta, Louhial&alminen
& Piekkariet al., 2018 demonstrates thimportance of observing language diversity within
the context of global virtual teams. The social practice view of language is in line with
VRFLROLQJXLVWLF VFKRODUVKLS W GHVFULEHV KRZ ODQ.
that language doewot exist in itself, but it is a product of social action and is embedded in
multiple layers of contex{Karhunen et al., 2018)As Miles and Hubermar{1994) say,
SPHDQLQJ LV DOZD\V ZLWKLQ WKH FRQWH[W DQE ld&y& QWH[W\
of context is the global virtual team, where individuals are physically dispersed and where they
come from different language backgrounds, all speaking the common language in their own
way.

So far, previous studies hawwverlookedthe linguisic aspects of virtual team
collaboration (Lockwood & Song, 2020)et, since language diversity is an essential
characteristic of global virtual teams as shown in its definition which states that GVTs are
SQDWXUDOO\N GLYHUVH ~ LWVheD linguBt Hépectdve Wekiddhsideidow H Q W L F
in the literaturethey are often reduced to challenges of such teams. For example, Karjalainen
DQG 6RSDUQRW(YV VWXG\ IRXQG K divmuvicdtor, BusQ FKD O
and intercultural undstanding. In order to further understand language diversity in
professional, virtual contexts, researchers call for an investigation of the influence of
technologies on knowledge sharing and mutual understanding iAlangggge encounters, as
well as agreater attention around the effects of language on team dynamics and performance
(Karhunen et al., 2018; Li, Yuan, Bazarova, & Bell, 2018).

Following an initial review of literature crossing languagmsitive research in
international business and glolaitual teams, a number of taskélated and sociemotional
processes influenced by language diversity comes to liggmiguage practices may be fluid
and hybrid, and as such, are closely intertwined with team processes (Angouri & Piekkari,
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2018).Therely, we aim to understand language diversity as a process. Indeed, Janssens and
Steyaert (2014) have pointed to thed andfixed elements of language.

Specifically, based on a review of the literature and reinforced by our exploratory study
on language igersity in virtual teams, communication behaviors, trust and team cohesion are
identified for future study in language diversity in GVTs. These three aspects relate to different
kinds of team processes with communication behaviors representing priragkielated
processes and trust and team cohesion representingesoctmnal processes.

Regarding taslbased communication, this research returns to the strategies that had
been outlined in the literature as a means to overcoming language barriers eHowele
these strategies provide an indication of how to communicate in a multilingual team, they
deserve precision in the GVT context. In addition, they can be better defined in regards to who
is actually using these strategies and in what situationh ¥Ws understanding, managers
would better be able to target their efforts where these communication behaviors should be
implemented.

Regarding soci@motional processes, on one hand, Powell and colleagues (2004) point
out the importance and difficulyf developing trust in GVTs. Their call for research on trust
in GVTs suggests identifying socialization activities that could foster swift andldstigg
trust (Powell et al., 2004)We believe language diversity warrants attention within this
guestion because socialization activities can be moderated by languages. On the other hand,
Tenzer, Pudelko and Harzing @0 pursue the study of trust in multilingual virtual teams and
show how language proficiency played a key role in the establishment of trust. However, while

they explore virtual teams, exactly how this context moderates trust is lacking.

Regarding anothresocioemotional processes, multiple authors call for research on
team cohesion (Powell et al., 2004; Tenzer & Pudelko, 2020). Team cohesion, like trust,
emerges and evolves through social interaction and is an indicator of a strong team. By
understandindiow language diversity influences the development of these enrimrged
processes, managers would be better equipped to reinforce trust and team cohesion in
multilingual GVTs. Powell and colleagues (2004) attempt to bring together team cohesion and
diverVLW\ E\ DVNLQJ 3&DQ WHDPOGBNMBGH®IMW RUQLAWA|MWKEHRSUF
(Powell et al., 2004)While this question is interesting, we opt for a constructive and positive
view of intercultural managemetBarmeyer et al., 2021; Stahl & Tung, 2018)ereby adding

the question: Can language diversity improve cohesion? Likewise, Tenzer and Pudelko (2020)
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propose building upon studies of trust in order to understand how language diversity influences
emotions m teams. One such example of emotions that merits further attention is cohesiveness
(Tenzer & Pudelko, 2020).

By combining these perspectives and calls for research orbésskl and socio
emotional processes, which traverse the boundaries of the fiddohgyaagesensitive research
in IB and GVTs, this research highlights the importance of developing understanding of

communication behaviors, trust and team cohesion in multilingual GVTs.

Research Question

The main research question of this dissertasdhe following:

How does language diversity influence team processes in the virtual context?

This question is first considered in an exploratory study involving interviews with 20
team members and managers of multilingual virtual teams. By consideisrguestion in the
virtual team context, our exploration is confined to online communication, and the subsequent
constraints and possibilities that offers for teams and teamwork. The results highlight the
importance of considering a dual lens of taslded and socikemotional processes to
understand the influence of language diversity on global virtual teams. In addition to
communication behaviors, trust and team cohesion are highlighted as particularly important for
multilingual virtual teams. Based dhese results, we hone in on communication behaviors,

trust and team cohesion with three subseques®arch questions.

Main research question:
How does language diversity influence team processes in the virtual context?
Sub-research questions

a. How does laguage diversity influenceaskrelatedcommunication behaviors in
multilingual virtual team?

b. How dceslanguage diversity influence trust in a multilingual virtual team?

c. How does language diversity influence the development of team cohesio
multilingual virtual team?

32



It can be noted that research can largely be approached in four ways depending on the
aims of the researcher (description, explanation, understanding or transformation, Livian &
Mitev, 2019). This dissertation privileges the third, thd VW DQGLQJ DV RXU PDLQ
XQGHUVWDQG ZK\ DFWRUV WKia® B MRey, FOA¥ DV¥ alsd iftegkaeL V' Z D\’
elements of explanation by testing causal relationsBypsxploring specific examples of team
processes (e.g. communication, trust and team cohegiere able to understand and explain

how language diversity influences team psses.

Research design and methodology (overview)

This research is informed by the interpretivist paradigm which aims to understand processes of
interpretation, sensmaking, and communication, while considering how individuals see the
world (GavardPerret Gotteland, Haon & Jolibert2012) While interpretivist tradition
generally privileges case studies, interviews and ethnog(&pkkari Gaibrois & Johansson

2022) interpretivist research has also been known to incorporate quantitative methods in the
social sciencefBabones, 2016)This dissertation prases an integration of both qualitative

and quantitative methods in a mixed methods design that includes different phases of inductive
and deductive research. The results of the various phases are merged and triangulated in a final
phase of analysis andt@mpretation.

The mixed methods research design of this study is deployed in three studies. To begin,
an explorabry study based on sessiructurednterviews with 20 members and managers of
multilingual virtual teams is conducted. The focus of the inésvsiis togain understanding of
WHDP PHPEHUVY DQG epbErieieesHandhgchaniddof how their teams
communicate antunction. 4 XHVWLRQV FRYHU IRXU WKHPHYVY WKH RUJD
WR DFFRXQW IRU ODQJXDJH GNYURXQ®W\D QWK HF WD FWE XD OV
mode of functioning and general communication norms, and finally, if and how language
GLYHUVLW\ LQIOXHQFHG WKH WHDPYV HIIHFWLYHQHVV

The exploratory study findings show how and in what situations a number of l@nguag
management strategies are best employed. Indeed, this view brings finer understanding of the
strategies that had been previously proposed in lanegeaggtive literature in IB. In addition,

the findings raise further questions concerning when and bynwihese communication
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strategies are used on a larger scale. The results also raise questions about the connections
between language diversity, trust and team cohesion. Indeed, while these twensotimal

processes were identified in the scientifierigiture as essential for linguisticatliverse teams

RU *97V  KRZ WKH\ GHYHORS DQG KRZ WKH\ DUH LQIOXHQFFL

language diversity and virtuality remain unclear.

Thus, in order to address the complexities of how languaggrsdy influences
communication, trust and team cohesion in global virtual teams, the subsequent phase of this
research design involves a mixetthods approach. Therehye are able to gain a more
complete understanding of the research problem with adstlaiming both to understand
relationships between variablasd WR 3R Y H U W X UThe@uhtitatiRrFaNdvqualitative

studies were conducted simultaneously.

The quantitative study is based on a novel experimental methodology using a serious
game tha was developed within this dissertatiadethodologically, mixed methods and
experimental research designs have been cited as promising for better understanding behaviors
in the field of languagsensitive research in IBlenzer Terjesen & Harzing2017) This
proves interesting because team processes are both influenced by and composed of individual
team member behaviors. By using the serious ga8fé, international participants are
confronted witha two-hour scenario simulating multilingual virtual teamwork. Based on
participant choices made during the simulation, we measureratikd communication
behaviors fubresearch questiona DQG HYDOXDWH WKH SDUWLFLSDQWVT
the eam 6ubresearch question)bAnalysis is conducted in two phases starting with variance
and regression analysis to compare direct relationships between variables. This is followed by
structural equation modeling to provide a view of the larger pictur@l aif the variables
included in the serious game. Even while considering relationdigpween pralefined
variables, the researcher maintains a stance of reflexivity throughout the research process,
which is characteristic of interpretivism (AlvessorS&oldberg, 2009 in Babones, 2016).

In parallel, the qualitative study dives deeper into an exploration of another €losely
related team sociemotional process: team cohesion (sekearch question c). To do so, an
organizational ethnography of a team witlai European University Alliance is realized. The
alliance includes higher education institutions in seven countries, but its teams are even more

diverse with members originating from across the globe. The focus of the ethnographic study
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is on one team wiin the alliance that is tasked with reinforcing multilingualism and
multiculturalism. Participant observations occur over eighteen months, and intemtavig
team members arid other alliance members outside of the primary te@nconductedlhere

are three schemes for data analythematic coding inspired by an emergent approach (Gioia,
Corley, & Hamilton, 2013), then a more deductive coding incorporating ,Satassman,
+XJKHV D Q G2aIR)dndhEiong of team cohesion, and adelsemeocusing on the

temporal aspects of the teamwork.

While each of the studies is valuable and contributes individually to langeagéive
research in 1B, the most significant contribution of this dissertation is found in the final analysis
phase, during wkh the data from the three studies is integrated and analyzed together in a

final step, thereby triangulating the findings from the three studies.

Table 4. The subresearch questions and associatedethodologies

Reasoning for chosen

Study Research Question Methodology methodology

Study 1 Qualitative To explore complex

How does language diversity processes and disaav

influence team processes in the Exploratory semi | new elements that were
V|rtua! contextigeneral research | stryctured not previously identified
question) interviews in the literature

Study 2 | a.How does language diversity
influencetaskrelated

st . Quantitative
communication behavioia a ) ) .
multilingual virtual team? Experimental To explain relationships
online serious between variables

b. How does language diversity game
influence trust in a multilingual
virtual team?

Study 3 | c. How does language diversity Qualitative To uncover elements
influence the development of team o while focusing on a
cohesion in a multilingual virtual | Organizational contextual explanation g
team? ethnography perceptions and feelingy
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A note on the research scope

The goal of this research is to understand how language diversity influences processes in
different types of GVTs to provide a more istt understanding of the research question.
Hence, the field of research is global virtual teams in international organizations, be they
private companies or neprofit organizationssuch & higher education institutionthdeed,

during the course of éresearch, the opportunity to work with a European University Alliance
composed of seven higher institutions throughout Europe arose. While the goals of the
European University Alliance cannot be characterized as like those of multinational

corporations MINCs), the team under study is a GVT.

The language scope of this research is limited to the everyday spoken and written means
of human communicatiofWelch & Welch, 2018, 2019)This conceptualization is mainly
basedonn® LRQDO ODQJXDJHV EXW DOVR LQFOXGHV 3WHDP VS
work teams. Therefore, the language scope does not include gestural language such as sign
language or body language as the object of study.

Concerning the level of study,gfmain focus is on teatevel characteristics (e.g. team
language diversity and virtuality) and processes. However, in order to arrive aletedm
characteristics, individual characteristics and behaviors are observed. This is because
individual charactestics and behaviors contribute directly to building team processes.
Individual characteristics include aspects related to language skills, international experiences
and feelings about using information technologies, for example. We believe that this mult
level approach is necessary because collaboration and team synergy is created through joining
the strengths and qualities of individuals into an outcome that is greater than the sum of its
parts(Katzenbach & Smith 1993 in Tenzer et al., 2017). Meitel research has been cited as
particularly promising for studying multilingual collaboratigfi®nzer et al., 2017jhough it
should be approached with caution due to its complex nature.
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Key findings and contributions

The key findings of this dissertation demonstrate thgl-performing multilingual virtual
teams are those whedrest and team cohesitiave been established by successfully managing

communication processes.

This dissertation contributes theoretically to languagensitive research in
international business by examining language diversity in global virtual teemaglththe lens
of team processes. Language diversity influences bothréteted processes and socio
emotional processes. Focusing on tasks, relative language proficiency has deeper implications
than absolute language proficiency in the common langudgesdme remains true for trust
and team cohesion, which are largely informed by emotions which result from relative
language characteristics. Therefore, we encourage conceptualizations with a dual level view of
language diversity in two ways: the surfaod deeplevel characteristics of language diversity

itself and its surface and debtgvel implications on team processes.

Furthermore, in the field of information systems, we find that a major limitation of
communication channel choice theories is the latlconsideration of contextual factors
(Pallud, 2018). In other words, communication channel choice is not completely rational and
straightforward, but is affected by multiple contexts. Therefore, this dissertation proposes a
reconceptualization of thees related to the choice of communication channel. Stemming
from the social practice view of language in which context is key, we propose the integration
of four contextual factors, including individual, technical, social and emotional factors, in order
to better understand how to select the most suitable channels for communicating in a

multilingual GVT.

This research proposes a new methodology based on an experimental serious game,
which was created within the framework of this research. This methodwdsgyreat potential
for simulating social interaction and experimentally comparing behaviors. Further
development of the research tool proves promising for future behavioral research in

international business and management.

At the managerial level, theehefits of linking language dynamics, communication
FKDQQHOV DQG VRFLDO DVSHFWV FDQ *OD\ WKH IRXQGDWLR
(Klitmgller, Schneider & Jonser2015, p. 270)The managerial recommendations resulting

from these findings concern choosing appropriate communication behawid channels to
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develop strong trust and team cohesion for Haginforming global virtual teams as well as
understanding how to reinforce the positive aspects of language divésityuch, this
research lends itself to understanding diversity manegerand the implementation of

inclusive practices.

Furthermore the serious game developedthin this researchs a valuable tool for
human resonce professionals who wish to implement training on multilingual communication
and teamwork. In addition tcsipotential for research, this game has an educational aspect that
provides experiential training for managers and employees to better communicate and manage
diverse and remote teams. This game has been tested by professionals and students who have
affirmed the usefulness of the digital game for traini@ge player reportetPlaying the game
is a great experience: it is so fun and informative. | learned a lot about international team
leadership, intercultural communication and myself along the way( QshQeacher at
Université Grenoble AlpesBy also proposing discussions and debriefs around the gaise,

tool can be integrated into larger diversity, equity and inclusion initatives.

Finally, this dissertation has benefited from interaction and dimnsssvith the
scientific community and has already resulted in one publicatidamagement international
+Mi, an Aranked (HCERES 2020 rankinggerreviewed journalas well as book chapters in
collected works entitlethéthodes de recherche innovan&salternatives en économie et gestion /
Innovative and alternative research methods in economics and Business Adminiséiation
Internationalisation : la mobilisation des ressources immatériefeselection of the publications,
book chapters and commuations in academic conferences that are associated with this
doctoral dissertation are listedAppendix1.
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PART 1:

LANGUAGE DIVERSTHE VIRTUAL CONTEXT AND
TEAM PROCESSESITERATURE REVIEW
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Introduction tothe literature review

Since Marscha#iekkari Welch and Welcl{1997) first brought language to the attention of
international managememnésearch, languaggensitive research has grown to be a distinct
stream of research in the fisldf IB and managemeliBrannen et al., 2014; Karhunen et al.,
2018; Piekkari et al., 2022For the last two decades, languagasitive researcim IB has

been particularly triumphed by teachers and researchers in international management, by
foreign language instructors withiuginess schools and by the academic community of the
*URXSH GYeWXGHV HQ 0D (BEN& PiH RyaNce(CHaal, 2022)

As research in theulfield has grown, it has come to cover a range of topics including
language proficiencge.g.Li et al., 2018; Lakwood & Song, 2020communicatior{Charles,
2007; LouhialaSalminen & Kankaanranta, 2012; Piekkari & Zander, 208%) powe
relations(Hinds et al., 204; Neeley, 2013)to name a fewl'hefocus on language follows the
tradition of the field of IB, whicthas traditionally integrated ndsusiness disciplines such as
economies, psychology and linguist{d®nzer et al., 2017Yhus, esearch in theulfield of
languagesensitive researchcan generally be characterized asterdisciplinary and
phenomenalriven This resultsn difficulty in identifying the limits of the subfieldPiekkari
et al., 2022) but that &o contributes to its richnesgth the integration of interdisciplinary
research In general, lhe sulfield has significantly foceed on how language diversity
influences organization@Piekkari et al., 2022)Yet, few studies linked languagensitive
research with virtual teaman organizational form thateady gained ground oer the last 30

years, with a dramatic increase in 2020 as a result of the global health pa(ideeiay, 2021)

As such, while focusing on an established topitanguagesensitive research in IB
(language diversity in teams and organizations), we also integrate dieldlapproach for
exploring our research question as a means to account for the research context. Specifically,
this research is at the crossieaf three fields of literature: languagensitive research in 1B,

global virtual teams (GVTs) and team processes.
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Figure 1. Research at the crossroad®f three fields of literature in (international)
management

We arrived &this crossroads upon analyzing the intersection of langsexugtive
research in IB and GVTs. Themes that emerged related especially to communication processes,
how communication was felt by team members and how it influenced otheresnotemnal
processes such asust andcohesion. Resulting from this realization, we decided to also
identify literature on team processes affected by language diversity and the virtual environment
to complete the literature review. While research on languages in IB/isonsidered to have
UHDFKHG :PDLQVWUHDP OHJLWLPDF\ " ZankK jouribBXi@ DU S X|
international business and management since around @Ezer et al., 2017)it is
continually growing and evolving. This also applies to this literature review, which has grown
significantly during the course of the PhD with thebjication of articles, books and theses

covering these topics during the past three years.

This traditional literature review was built through key word searches, consultation of
reviews in languagsensitive research and global virtual teams and thelsall method. First,
LQ D NH\ZRUG VHDUFK LQYROYLQJ 2ODQJXDJH GLYHUVL\
terms was carried out on Ebsco and Google Schdlavever, we found the literature that
explicitly traversed the boundary between langudigersity and GVTs to be extremely sparse.
In order to overcome this, we returned to the langisgysitive literature in IB and analyzed
where GVTs were addressed in subtler ways. We also consulted reviews of lasgnsitee
research in IB and globalrtual teams which have been conducted during the past five years

(seeAppendix 2for an overview of published languagensitive research reviews in IB).
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Finally, further publications were identified in the bibliographies of pertinent articles and
reviews, which, along with other suggest literature by conference attendees and fellow
researchers, allowed us to build upon this literature review avigcalled snowball effect
(Noy, 2008)

Overall, this literature review is divided into three parts which correspond to three
chapters. Each of the chapters explores one of the fields of research consulted in this thesis
including language idersity and management in tearf@Ghapter 1), global virtual teams
(GVTs) (Chapter 2) and team processé€Shapter 3). The chapters are not meant to separate
the three topics, but instead to gradually introduce components related to each of the topics as
was done during the literature review process and to reflect upon the relationships between the

three fields.
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Chapter 1: Language diversity and management in teams

3$ GLITHUHQW ODQJXDJH LV D GLIIH

Federico Fellini

1.1 Language diversity
1.1.1 Language as a multilevel construct

Language, at its core, can be considered the everyday spoken and written means of human
communication(Welch & Welch, 2018, 2019)More specifically, it can be defined as

3 J HrQlld agreeebn, learned systems of signification or meaning, which are central to the
SURFHVV RI FRQVWUXFWLQJ RUJDQL]DBAMINRgEDKItmaU&R,FLDO D
2015;see alsovan den Born & Peltokorpi, 2010 the field of international business (IB),

language is often defined in terms of national languagdifeentiating between languages

often means differentiating between national languagestional languag is spoken within

a specific country or national culture. This conceptualization is based on languages as separate
units, and in this regard, multilingualism can represent the sum of (national) languages
(Angouii & Piekkari, 2018) Yet, language can also be recognized at other levels, depending

on the social, professional or technical conté¥¥elch et al., 2005)For exanple, regional

languages that are influenced by regional culture have especially been studied in a French
Swiss multinational conteXseeDavoine et al., 2014)At another levelcRPSDQ\ VSHDN" L\
an example of the emergence of language in the professional cOmelch et al., 2005)

Because of this complexity of language imternational business and research, language has
EHHQ GHVFULEHG DV 3D PXOW L(BeaRrtieHsE, 2P QWO HYHO FRQ

1.1.2 Language diversity through the lens of the diversity typology

As mentioned in the introduction, araking inspiration from scholars in the figl@hurch

Morel & BartelRadic, D14; Lauring & Selmer, 2010elch et al., 2005)we adopt the

following definition for lamguage diversityThe variety of languages, national or other, that
45



manifests in groups based on the involvement of speakers from multiple languages and the
languages spoken in the organization, which may cause separation and disparity between
individuals. In order to better understand this definition, we next provide a definition of
diversity and examples of hoODQJXDJH GLYHUVLW\ ILWV LQWR +DUU
diversity typologyas outlined by ChureMorel and BarteRadic (2014)

Diversity is defnrHG DV 3*WKH GLVWULEXWLRQ RI GLIITHUHQFHYV
with respect to a common attribute, X, such as tenure, ethnicity, conscientiousness, task
DWW LW X @arriRiJ& Klbih, 2007, p. 1200As a multilevel construct, diversity exists
within a unit, such as a group or organization, and it is attribute specific, such that diversity can
onlybeobs&)) YHG LQ UHVSHFW WR WKH VSHFLHaFisbR®OKIENIUHY RI1 V
2007) It can be observed or studied in different ways, for exatmp observing surfaekevel
and deegevel diversity where surfadevel diversity is based on demographic differences and
where deegevel diversity is based on differences in attitudes and belit¢disrison etal.,
1998)

$QRWKHU ZzD\ WR ORRN DW GLYHUVLW\ LV WKURXJK +D
diversity that shows three distinct, but interrelated, tyypeasety, separation, and dispariSee
Table5 for a representation of the three diversity tggieswith a description of language
diversity across the three typologi&&ariety reflects the composition of differences among
unit members(Harison & Klein, 2007) Members that have different content expertise,
background and experiences will be seen as unique or distinctive. Minimum variety represents
homogeneity between unit members, and maximum variety implies that no member is the

same.

Regarding language varietywe could observe the plurality of native and learned
languages or the variety of proficiency levels of different team men{témsrchMorel &
BartelRadic, 2016) Different organizational or teaspecific languages could also be
considered when observing the different gro{yzairing & Selmer, 2010)it should be noted
that language diversity does not only depend on the languages being spoken, butteso on
XQGHUVWDQGLQJ DQG LQWHUSUHWDWLRQ RI WKH LQWHUQO
LOQWHUSUHWLYH PHFKDQLVPV G XKasaidRiewd&rsbh, 20@Instht) VH EDF I
because language diversity is so often viewed in terms of differences in labgakgeounds,

experiences, skills and understandings, it@shoften viewed as a variety construct.
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Variety isgeneraly PHDQW WR H[SDQG WKH 3FRJQLWLYH DQG E
X Q [(Ndrrison & Klein, 2007, p. 1204) ,W KDV EHHQ SRVLWLYHO\ GHVFULE
KRUVHSRZHU EHFDXVH YDULHW\ H[SDQGV WKH WHDPYV NQF
in Harrison & Klein, 2007). Significant variety is pretid to increase creativity, innovation
and unit flexibility, but also task confli¢Harrison & Klein, 2007)Besides the mostly positive
implicatons of maximunvariety, where each unit member is different and therefore members
DUH RYHUDOO TXLWH RSHQ DQG UHFHSWLYH WR HDFK RWKI
to problems related to knowledge sharing, or more specifically the lacloti{étarrison &
Klein, 2007) In other words, there may be a lack of shared information among the entire unit,

and some unit members maylhaekingessential information.

Another type of diversityseparation, is demonstrated in disagreements or oppositions
between unit members, especially those related to values, beliefs or atftizadeson &
Klein, 2007) When separation is at its greatest, two groups within the unit of equal size will
be at either end of the spectrum, meaning that they will have entirely opposing views, especially
regardng beliefs, values and attitudes surrounding team goals and pro{idsseson &
Klein, 2007)

Language separation results from different valbegefs or attitudes about language
use, such as those related to choice of language or language p(&tticestMorel & Bartek
Radic, 2016) )RU H[DPSOH WKH GHEDWH VXUURXQGLQJ 3ZKLFK
separation. Simply, language has the power to unite people and organizations, especially when
there is close linguistic and cultural affinity, it also has the power to divide them when
significant linguistic and cultural effort is required for sharing kremlgle(Charles, 2007)

A minimum degree of separation is thought to be psychologically comforting because
HYHU\RQHYTV SRVLWLRQ DERXW WieHs NXdskgreEriéntLon tieKH VD
fundamentals of their collaboration. Theories related to social identity ecateljorization
(Ashforth & Mael, 1989; Tajfel & Turner, 198&)ghlight how low separation leads to higher
levels of cohesion, trust and the like. Subgroups may form, and extreme separation is predicted
to reduce tearnohesiveness and task performance, while increasing interpersonal conflict and

task performancéHarrison & Klein, 2007)

Finally, disparity, alsoknown as inequality, depends on the composition of vertical
power differences which are related to soctaiyued assets or resourdetarrison &Klein,
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2007) With maximum disparity, there will be a single person who outranks the rest when it
comes to attributes such as income, prestige, status, deciaking power or other social
power (Harrison & Klein, 2007) Thus, disparity is asymmetric and dependent on who holds
the power compared to who does not.

Language disparity reflects power differences between individuals or groups based on
their language skills. Disparity has been shown in langseagsitive researaiegarding power
struggles,such as on the privileging effects of English proficiefi@gibrois & Nentwich,

2020; Neeley, 2013)As long as the team members have different proficiency levels in the
common language, they will be on unequal foofifgnzer & Pudelko, 2017, 202Q)ikewise,
languageK DV EHHQ UHFRJQL}BAGHWR LEH D G 8 RWIKWP H(QNArdsQ RUJIDC
2007, p. 272)Language dispday means that some members of the group will be favored
because they have the right profile or language skills necessary for the organization or team.
Power struggles surrounding language have been shown to act as a trigger for creating
subgroups along ggraphie, nationality and languag®ased faultlinegHinds et al., 2014)

DQG VRac&R®A driver of perception siatus inequality and identity politics betwee
GLITHUHQW JUR X SRfodhletrhP, 3@ HRadiHines and subgroups based on power

struggles demonstrates that separation and disparity can be closely linked.

Maximum disparity is predicted to lead to more withimt competition, overall
reduced member input and withdrawal of certain memlfeigrison & Klein, 2007)
Researchers from the field of psychology also help us understavet pggnamics in teams:
3 + L Jokwer individuals talk more, interrupt more, are more likely to speak out of turn, and
DUH PRUH GLUHFWLYH RI RWKHUVT-$RUZHBDO. @ B(RMheBEDEXOWL R |
et al., 2003, p. 277)

While language diversity can be classified as any of the three types of diversity, we
propose the following definition of language diversity fustthesisThe variety of languages,
national or other, that manifests in groups based on the involvement of speakers from multiple
languages and the languages spoken in the organization, which may cause separation and
disparity between individual©ur cefinition admittedly places variety before separation and
disparity, which is our means of avoiding confusion regarding the implications of diversity

typology on research desigilarrison & Klein, 2007) By focusing first on variety, then
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considering separation and disparity as secondary outcomes, we can better structure this

research.

Table 5: Language diversity: Definition and typology

Language diversity

The variety of languages, national or other, that manifests in groups based (
involvement of speakers from multiple languages and the languages spoken
organization, which may cause separation and disparity twedividuals

Language variety | Language separation| Language disparity

Representation of
minimum
diversity

(adapted from
Harrison & Klein,
2007)

Representation of
maximum
diversity

(adapted from
Harrison & Klein,

2007)
Examples X Multiple native x Different values, | x The privileging
pertaning to and learned beliefs or attitudes effects of English
language diversity  languages about language proficiency
X Multiple use, such as those

proficiency levels related to choice

in the common of language or

language language practices

W VKRXOG EH QRWHG WKDW QRW DOO VFKRODUV XVH W
PD\ XVH 3ODQJXDJH GLIIHUHQFHV"™ :H(Odnkerd&Rudelkn, 2016) 3P XO
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RU 3S 0O X U (CosteQehK, 2@9)in reference to these teams. ChuMbrel and Bartel

5DGLF SURSRVH WKDW WKLY PD\ EH EHFDXVH 3GLYHUV
significant body of literature in diverse fields. In this thesis, these terms are seen as
interchangeable, meaning that a team that is linguistically diverse is also multilingual.
JROORZLQJ 7THQ]JHU DQG 3XGHONRYV XQGHUVWDQGLQJ

members represent at least two (though likely more) different mother tongues.

1.1.3 The relationship between language diversity and cultural diversity

While the focus of this research is on language diversity, it is important here to briefly address
its relationship with cultural diversity. The relationship between language and cuatubedn

widely discussed across differatisciplines. Some scholars vidanguageasinherently tied

to culture, while others have successfully separated the concepts, demonstrating how they
affect teams differently. This section briefly discusses thifeht views before stating how

the relationship isegardedn this research.

On one hand, some scholars find that language and culture are inseparable, either
because language results from culture, because it informs culture, or because it isat the he
of culture(Tenzer et al., 2017)Thereforethe view of language is culturglembeddedTo
explain, language resultiom culture because it is an individual trait that is influenced by the
XVHUYV FXOWXUH DQG KleWw AnR idterprekthtUndriel \diffSrenRySba@sda o
their background and experiend&sssisHenderson, 2005} anguage informs culture due to
the fact that language createframeworkfor understanding and viewing the wo(Blordia &

Bordia, 2015) This relates to the theory of linguistic relativism that describes how language
influences thinking and thus creafemmeworks for sensemakiifg/horf, 1940) Another view

that sees language and culture as inseparable places language at the very heart.of culture
29+DLU )J)ULHGULFK :LHPDQQ [BQuureasH WIKGIQVKDUHEGHEHDLHIV
and practices of a group of people. A group's culture includes the language or languages used

by group members as well as the norms and rules about how behavior can appropriately be
displayedand how it should benderstood S, in Ulijn et al., 200). Across these multiple

views language and culture are deeply intertwined and inseparable.

On theother hand, some scholars sepalatguage and culture. Welch and colleagues

(2005) believe this separation is imfaort because it allows language effects to be studied in
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PRUH GHSWK VSHFLILFDOO\ (EH\RQG-MWKIOHWX X DI® FHR RPSQIF
(p. 24).By separating these concepts, scholars tsnsvnhow language asymmetries are

PRUH 3VDOLHDRW DYHs WKDQ QDW L R QdiiferéndésoRadap®dsl RQDO F
basis Dow & Karunaratna, 200@4dinds et al, 2014).In this way, language differences may

be even more important to teams since they are so visibieexample BarnerRasmussen

and colleagues (2014) found that both cultural and language skills were necessary for effective
boundary spanners, but that language skills were more important for the more demanding
boundary spanning functions, which include facilitating citlosgler inteactions and

intervening in situations to create positive outcomes. Even Chudoba and colleagues (2005) who
classified language as a cultural characteristic recognized that language is especially relevant

for the virtual environment due to the mediatiortofmmunication technologies.

In this thesislanguagediversity is approached as separate, but complementary, to
culturaldiversity. Language is approached as a social construct emerging from differerst laye
of context, one of which isulture (Karhuneret al., 2018).Because language is socially
constituted, context both affects and is affected by langifgunen et al., 2018T herefore,
language can be influnced by culture and it also acts as a carrier of culKaghunen et al.,
2018) In this way, it is not surprising that somé the individuals interviewed within this
research tended to speak of languiagd cultural diversity as interchangeable concéafas.
culture is not the only social construct influencing language in the social practice view of
languagdKarhunen et al., 2018Therefore, there igalue in focusing on language as separate
but complementary to culture, as is the trend in the field of langseggtive research in
international business. As such, it is possible to take culture into account by maintaining a
3FX O WsehsBV@ QarSHFWLYH ~ ,Q WKLV ZD\ 7HQ]Btubn (302GHONR D
encourage a sociallyand culturallysensitive perspective of language as complementary to the
PRUH FRPPRQ LQVWUXPHQWDO YLHZ RI ODQJXDJH 3IRU L
communication preesses in multilingual teams .32) The instrumental view by itself, which
views language as an easily managed and neutral tool, has become ¢bspie& Pudelko,
2015) Therefore py taking onthe so@l practice view of languag@arhunen et al., 2018)
this research considers how language is influebgdats actors, based on culture for example,

but also how its actors influence language.
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1.2 Language management in organizations
1.2.1 Language viewed as abarrier in the IB literature

The language barrier aniis consequences
In languagesendtive resarch in 1B, language babeen approached as a barrier to
organizational, team and individual performan®y definition, knguage barriers are
SREVWDFOHV WR HIIHFWLYH FRPPXQLFDWLRQ ZKLFK DULV
tongues and lack ashUHG ODQJXDJH LQ ZKLFK WKH\TPr2eddekaD,YH QD W
2014) There are both evident barriers related todaxand syntaxial proficiency and hidden
language barriers where team members are influenced by the communication convention and
patterns of their native language while speaking in the common lanfleryeer et al., 2021)
Likewise, hidden language barriers can occur due to both lack of linguistic equivalencies
between languages and differences in interpretation of véBsrmeyer & Davoine, 2013)
This multrdimensional view may explain why senior managers have found language
challenges surprisingly prevalent and difficult to overcomnen in teams with English
designated as the common languégender et al., 2012As such, barriers happen for both

native and nomative speakers of the common language KSeeet al., 2019)

Language barriers caasult inmultiple negative effects. Evident language barriers may
reduce the frequency of participation, whereas hidden barriers may have more serious
consequences, such as impaired sensemdKieigzer et al., 2021)This further results in
QHIJDWLYH HIIHFWV RQ ERWK EDVLF KidywRd© HsGCsdidetlngR FH V V|
teams can process mathematically, store and retlieyedata on a computér DQG PRUH
VRSKLVWLFDWHG NQRZOHG Jddmdek RegHitwy laqd) cdnmhicatieV L H V
processes such as uncovering implicit assumptions and negotiating mgéhernger et al.,
2021)

In addition, languag®earrierscan raise costs and create inefficiencies, act as a barrier
to marketentry, to local operations and general coordinatwthin multinational companies
and across subsidiari¢Barmeyer & Davine, 2013; Brannen, 2004arzing et al., 2011)
Thus, language can be costly for the organizatitrs for this reason that transaction cost
theory is sometimesreferred 6 in the language management literature. According to

transaction costheory, languages and languagjgersity increase the transaction costs of
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understanding the country of location and in the exchange of information between customers,

suppliers, compdtirs and regulatord.uo & Shenkar, 2006)

Along with the transaction costs for tbeganizationthe language barrier creates other
difficulties internally. One aspect is the creation of gubups, especially resulting from
emotional divisions. Language differences in teams and the resulting practices of inclusion and
exclusion can lead tthe creation obubgroups and power inequaliti@Silson et al., 2015;

Vigier & SpencetOatey, 2018) This relates more closely to separation in the diversity
typology (Harrison & Klein, 2007)Hinds and colleague§2014) propose the etaphorthat
language drigssubgroups a® IXQFWLRQV DV D 2OLIJKWQLpagageG”™ IRU L
draws out tensions from team members and reinforces emotions that then fortify the subgroup
dynamic.In another view of this phenomenortcarding to Tuner DQG FROQ¥MBJIXHV
social identity theoryindividuals will assume and defend the values and interests of the group,
and they will attribute negative intentions to others outside of the dfoolpen & Kassis
Henderson, 2012; Turner et al., 198Bhese subgroups and other forms of discrimination
resulting from perceptions of lack @itiency (Vigier & SpencefOatey, 2018)uncertainty,

mistrust and palrization of perspectives, perceptions and cognitions (Feely & Harzing, 2003)
canharmteam cohesiveness ati effectiveness amdividuals,the teanand the organization

as a wholgGilson et al., 201Xlitmgller & Lauring, 2013Kim et al., 2019)

Language management
As a means of addressing these barriers, scholars have turned to language management.
/IDQJXDJH PDQDJHPHQW LV WKH 3VWUDWHILFehDd HQHVYV
ODQJXDJH V ZLWKLQ (bchRdsel RQRalBIRAJR,Q2014, p. 14)By
understanding the importance of the influence of language and then implegnanti
appropriate strategy, multinational corporat§¥NCs) hope to gain competitive advantage
(Kim, 2016)

Before choosing language management strategies in an organization, it is useful to
conduct a linguistic audit to understand the languages available in order to enhance horizontal
communication(Charles & MarscharPiekkari, 2002Welch et al., 2005)In addition to the
specific languge being employed in an organization, Feely and Harzing (2003) and Harzing
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and colleagues (2011) further propose language barrier solutions at different organizational

levels as summarized Table6.

Table 6: Language barrier solutions (adapted from Harzing et al., 2011and Church-
Morel & Bartel -Radic, 2014

Informal day -
to-day
solutions

Build redundancy intg
communication

By encouraging repetition, checks,
reformulations, illustrative examples and
frequent summaries

Adjust modeof
communication

By choosing an appropriate mode of
communication (email, video call,
VFUHHQVKDUH« EDVHG RQ
message and context

Codeswitching

By allowing team members to revert to their
native language or the native language ofrthe
interlocutor to clarify information or for
efficiency.

Functional
multilingualism

%\ XVLQJ D 3FRFNWDLO RI (
switching as needed based on the language t
is most appropriate for the situation and
interlocutors

Structural
solutions at
the
organizational
level

Corporate language(s

By officially adopting a common language for
the organization with a tegown enforcement o
the language in organizational communicatior

Machine translation

By using technology to establish basic
understandingf mainly written material

External translators/
interpreters

By employees individuals with language skills
to help with written or oral understanding

Language training

By offering opportunities to improve language
and communication skills through amgjzational
sponsored training sessions

Bridge
individuals

Bilingual employees
(language nodes)

By employing individuals who speak two or
more languages who take on an important rol
mediating conversation within a team or the
organization

Expatriaton By employing expatriates for headquarters to
work in subsidiaries
Inpatriation By employees inpatriates from subsidiaires to

work at headquarters

Non-native locals

By employing individuals locally who are

originally from another country (often besau
they have insider knowledge or skills associat
with either the headquarters, subsidiary or bo

Parallel information
networks

By establishing communication channels bas¢
on the language skills of an interlocutor, rathe
than their official job tie
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The literature on language management solutions in organizations is well documented
(ChurchMorel & BartelRadic, 20%4; Feely & Harzing, 2003arzing et al., 2011)On the
following pages, we explore language management sakithat can highlight the benefits of
team language diversity as a strategic resource, not just as an exterior barrier or liidimdjcap
2016) We start by discussing how corporate languages are chosen. Then we look at English
only versus multilingual workplaces, while also considering ediéchingas multilingual
processes. Then weXxtUQ WR WKH UROH RI LQGLwhb@GaXDnoredseD QJXDJ
understanding and knowledge transf®ne of the above informal ddg-day solutions,
adjustng the mode of communication, will be further consideredhapter 2n Global Virtual

Teams, sioe that is a particularity of such teams.

1.2.2 Language choice and use: One language or many?

Organizations can explicitly or implicitly designate an official company language, often called
a corporate language. A corporate language pdbkcgimply the explicit and strategic
management of languages in the organization, but it is often conceived adoavtomitiative

of managemerdoming from an MNC§ focal unit (headquarters or overseas sub(@iturch

Morel & BartelRadic, 2014; Luo & Shenkar, 2008)hese corporate languages are meant to
help facilitate coordination, increase value creation, and reduce misunderstavithirgghe
organization (Fredriksson et al., 2006 They therefore have implicatis for team and

organizationatontrol, strategy, and performance (Luo & Shenkar, 2006).

Designing a corporate language is a formal step involving the recognition of the place
of language and the effects of multilingualigielch & Welch, 2019)Yet, at present day,
few MNCs seem to actually implement formal language policies or straf@getsh & Welch,
2019) It should be noted that because few organizations specify a derfamguage, language
choice may also emerge from the team itself. Welch and Welch (2018) found that language
policies evolvedinaadhocPDQQHU *PRUH DV D UHDFWLRQ WR PXOWLO
V W U D(jvV BGB\ For this reason, we may alsefer to D 3 IXQFWLRQDRUODIQRIXO\V H
SFRPPRQ ODQJXD Jtp afipkoath t6 RMJade Bse. That is, language emerges from

teamwork and processes and depends on the competencies of individual team members.
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For those that do choose to addresglages through formal policies, it is important
that the policies align with organization strategic orientations, HRM practices and national
culture. Concerning the stratedyjo and Shenkar (2006) differentiate the choiceavporate
language(s) amonthree mainmultinational strategies: a global, multidomestic or hybrid
strategy. Those with a global stratexfienprefer to maintain a singleommon languagesuch
as English Those with a multidomestic strategsgually use several corporate languages
Lastly, those with a hybrid strategy will choose either one or a few languages, from which the
subsidiaries can choose the ones that suit them best. In a hybrid strategy, language choice will
minimize integration and localization conflicts of subsidiaries give them more autonomy
(Luo & Shenkar, 2006)

The language policy should also align with HRM practi@ganizations can consider
different approaches for their language management ggrdtesed on how they want to
address and recognize the diversity of languages preédeenrier 2013) proposes different
language strategies, similar to the aforementioned strategkes! lto organizational strategic
orientation: use of a singlengua franca use of multilingualism, or finally, a heavy reliance
on translationVan Den Born and Peltokorpi (2010) proposed flexible language policies that
aligned with HRM practices as a ares to reduce negative effects of language diversity. This
proposal advocates for multilingualism, which requires employees to possess multiple
language skills or a willingness to develop those s@in den Born & Peltokorpi, 2010)

There are also some general trends concerning the number of corporate languages in
relation to national culture. Multinationals based in Engsphaking countries usil
implement the use of a single language, which is usually English, whereas Japan, China and
Korea often have two languages, and bigger European countries (e.g. France, Germany and

Spain) have about 2.5 languages on avefidgezing & Pudelko, 2013)

Overall, the choice of langga has an impact on the functioning of the organization.
For example, it influences the flow of information, presentations, and interpretation, which in
turn allows headquarters to control the overall organization and coordinatiorebeaivwis
(Luo & Sherkar, 2006). Even if organizations choose corporate languages, it does not solve all
languagerelated difficultiegCharles, 2007; Marschdpiekkari et al., 1999)hese difficulties
arising from common language mandates can lead to seriosequa@nces for the team such

as inefficiencies and loss of productiv(tyeeley et al., 2012} ikewise, organizations shld
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WDNH QRWH WKDW ZKLOH D FRUSRUDWH ODQJXDJH PD\ IDF
WKH ILUP P X(Er&drik€sbrQed 2.D2006The organization must go further to reinforce

its multilingualism and the acceptance of a multilingual workforce. In this way, a common
ODQJXDJH VKRXOG EH UHRKRIWBG B8R LRRWHI DRPDDKIFK WKH RUJ

addressing multilingual complexitpteyaert et al., 2011)

In this section, we have explained the strategic implications of adopting formal
language policies, specifically through a common corporate language. In the negtsabs,
we expad upon what these policies can actually look like in practice. As English is one of the
most commoriingua francaand for manyWKH 3ODQJXDJH RI JOREDO EXVLQ
exploring the concepts of (Business) English kisgua franca which are thenampared to a

multilinguafranca.

(BusinessEnglish as a lingua franca
The choice of a single common language for communication, caliedua franca allows
the entireorganizatiorto communicate in one language for any exchange, whether written or
oral, formal or informal. As defined by Janssens and Steyaert (20i#gua francais based
on the idea of fundamental language neutrality to convey ideas and emphasizes uniformity and
cohesionln this way, dingua francaLV PHDQW WR HM®W BFRE PYP&QIBVIO R E
Steyaert, 2014)

Because of its prominent role in internatéb business, English is often the language
required in international teams belonging to large multinational companies with employees and
teams located across the wo(iKhnkaanranta & Planket, 2010h some instances, English
has simply been equated timlgal work, and is therefore considered necessary to accomplish
anything(Kankaanranta & Planken, 20100 addition, GVT members have emphasized the
importance of (English) language proéocy over other differences when discussing
challenges related to their wo(Klitmgller et al., 2015) Numerousstudies have cited the
negative effects of low proficiency in theramonlanguage, such as Neeley (2013) who found

a loss of employee stattm those who did not master the corporate langirageergers.

For organizationghat hae selected English as tlkeerporate or functiondanguage,
there ardwo approaches toonsider English as dingua franca(ELF) and Risiness English

as alingua franca(BELF). These approaches are detailed in the following paragraphs.
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English as $ingua franca(ELF) was desiged to facilitate communication by choosing
English (e.g. American English or British Englistipr all formal communication iran
organizationThis approach is based on the premise that one language fits all and that everyone
will speak and communicate one language: Englisfthis language isonsideredeutralas
it is a means t@onvey ideagJanssens & Steyaert, 201#) this approachconsistency and
cohesion are valued (Janssens & Steyaert, 2@hd) he speaker tries to imitate the way of
speaking of a native speak&rho thereforeserves asraidealreference (Charles, 2007). In
researchthis approach has been referenced by many authors skttaa ler and colleagues
(2015) who found that English fluency was more important than cultural symmetries for
effective collaboration becausegplecan adapto working in an internatica environment,

butlanguage skills are more difficult to acquire.

Despite good intentions and the desire to strengihgamizational and teaamity with
a common languagsgcholars havéound negative consequences because the choice of ELF
can create iequalities within the compan¥his approach arguably promotes a global English
that avoids political and identity consideratighses, 2010) Likewise, when employees try to
emulate someone from another culture, but can never truly bt WKHP LW FUHDWHYV
versus3 W K HfRect which more or less separates native andmatdive speakers of English
This canlead to linguistic ethnocentrism where one way of speaking is seen as preferable to
another (Charles, 2007). Klitmglland colleague@015) for examplefind this phenomenon
in virtual teamsdemonstrating hoeLF has created fault lines between graupsaddition
in their study of a Finnish multinational, they share the opinion of a Danish manager: when
someone is not proficient in a languathey appealess intelligent, while in reality the person
may be ten times more intelligenttimeir nativelanguage, but the interlocutor does not know
it (Klitmgller et al., 2015)In other words, @erson may have a bad reputation, simply because
they lack confidence or flexibility in using English or have difficulty understanding fast

tempoed speech or cantaccentgKankaanranta & Planken, 2010)

In order to overcome the limits of ELBusiness English aslangua Franca(BELF)
was proposed in 2005 hyuhialaSalminen, Charles and Kankaanraf®@0). BELF differs
from ELF because it designatedor business and its frame of reference comes from the global
business community (Charles, 200Interlocutorsprivilege this form of Englishin business
situations, but not really in their private liveAs Kankaanranta and PlahH Q TV
LOQWHUYLHZHH VMdre putpgsefull tasktiented and psuasive [than general
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(QJIOLVK@ ~ ZKLFK LV QRW WDXJKW LQ QRIluatoes aeD QJXDJ
considereduccessful with language appropei@o the demands of the event (Charles, 2007).

The speaker's goal is simple: to thetirmessage across and be understood by the other person,

RU DV &KDUOHYV get the /5K \@ YBRddI1Se30of its international foclBELF has

been referred tas Jan internationall Q J O [(KagsisHenderson, 20056RU D *FUKROH ODQJ
(Kankaanranta & Planken, 201®ithout which international teams cannot do their wafrk.

BELF is used well, Louhiat&alminen and Kankaanranta (2012) find that multilingual teams
appreciate this language policy because no one is more important than the other, and equality

and trust develop.

To identify the BELF style,nioe who speak BELF will use simplified sentences and
highly specializedvocabulary adapted to the situatioeyentor profession, but discourse
SUDFWLFHYV RULJLQDWLQJ IURP WKH VSH D(MKahkhgnfam&RdW KHU W
Planken, 2010) Communication is simple and effectivEBpeakerswill therefore avoid
abbreviations and slang and pay attention to humor and jokes (kessierson, 2005). The
goal is not to speak like a native English speaker. In fact, Lou8&inen and Kankaanranta
(2012) found that communication between peoplenafEnglish native languages is, in

general, considered easier and fairer than with native English speakers.

In addition, syntactic and lexical anomalies are common, but they do not necessarily
result from contextual misunderstandings (Charles, 2007;rC&h€assisHenderson, 2012).
The nonnative English speaker is not seen as less intelligent because of these anomalies; they
understand the situation and can communicate their needs and contributions to tiieigeam.
not expectedhat individuals® H U DRéirculture, but cultural phenomena can be observed in
SWKH SURSRUWLRQ RI LVVXH YHUVXV UHODWLRQDO WDON
implicit talk) and politenessJHO D W H G SkaHAl@daRRma B Planken, 2010)

As seen with ELF, the choice of English as the priority language generates inequalities,
but the goal of BELF is to avoid these inequalities wigporagmatic view of language atice
celebration of other cultes. ) URP WKH WHDPYV SRLQW RI YLHZ %(/) HQD
while avoiding disparityLouhialaSalmiren & Kankaanranta, 2012)hus, this style is not
Zulturefree” but leaves room for others to communicate while maintaining their own culture
(Charles, 2007). Speakers maintain, to some exteparticularities of their native language

discourse, suclas mechanisms of expression and interpretation (Kankaanranta & Planken,
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2010; KassidHenderson, 2005)n this view, language has both fluid and fixed elements and
intertwines with identity and social relationsh{ganssens & Steyaert, 201Bpr this reason,
KassisHenderson (2005) called Englisd SHDNLQJ WHDPV 3VLPXIDgdd QHR XV C
DQG PRQRO.IZYIXDO’

BELF still has a number of limitationk.is important to realize that even with a visible
common language, there are always hidden peculiarities between people of different mother
tongues. For example, speakers do alotays have the same context or interpretation of a
situation, the same connotation related to a certain expression, or the same norms or practices
(KassisHenderson, 2005). Individuals may feongly confident that they share the same
understanding withduealizing that they are not so close culturally (Kastesderson, 2005).
Karjalainen and Soparnot (2010) go further to argue that misunderstandings related to language
issues are more common than true conflicts in virtual teams. These misunderstaadimgs
because the actors in the situatibelieve that everyone's behavior in these situations reflects
the individual's personality rather than their cultural backgro@Karjalainen & Soparnot,

2010) In this way, research on BELF could aim to understand if and how individuals with
different native languages mobilize BELF in specific situations. Furthermore, while previous
studies have highlighted the importanee BELF for both native and nemative English

speakers, research is lacking on how English proficiency levels could affect BELF.

Another means to adjust to a BELF setting is to increasamunication redundancy.
Redundancy refers to repettions, reforatians and verification§ChurchMorel & Bartel
Radic, 2014Harzing @ al., 2011) This has been known to facilitate communication, especially
for linguistically-diverse teaméHarzing et al., 201)1and in GVTHLockwood & Song, 2020)
Taking the concept further, Tenzer and Pudelko (2016) view redundancy from the perspective
of multiple communication channels, which are used either sequentially or simultaneously.
One question that remains to bered in more depth is how is redundancy influenced by
RQHTV ODQJXDJH EDFNJURXQG DQG OHYHO LQ FRPSDULVRC(
LQIOXHQFH WKH WHDPYV SHUIRUPDQFH DQG G\QDPLFV VXFK
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Views on multilingualism in the workplace
Multilingualism refers either tathe parallel existencer mixing of language systems. In
multilingualism, language is not neutral, but a multiplicity of local languagescognized
through an inclusive policy (Janssens & Steyaert, 20¥Aen multilingualsm is presented as
a valuable addition, it signals organizational acceptance of language diversity and fosters
language adoptiofBordia & Bordia, 2015) Multilingualism tends to be more abolrtet
sensitivity and awareness surrounding language uséBlédramaert (2010jn Janssens &
6WH\DHUW DUJXHV 3ZH QHHG WR GHYHORS DQ DZDUHQ
you speak, but how you speak it, when you can speak it, and to whattets. It is a megr
Rl YRLFH QRW RI ODQJXDJH" S

In the followingparagraphstwo approaches to multilingus in the workplace are
describeda monobgical multilingualism, where several corporate languagesdefined, and
amultilinguafranca where the specific language, expression or even word most suited to the
situation is chosen by the employee in real ti@edeswitching or changing from one

language to the next within a conversatigralso considered.

In order to demonstrate monological multilingualism, we shatbe example of a
company organized in a matrix structure where the head office and the product deparment co
manage different sites (Luo & Shenkar, 2006). The importance and authority of the subsidiary
may lead to th@roduct department choosing a different corporate language to use within the
department compared to the head office. This implies the implementation of a multilingual
strategyBut this approach is only a multilingualism that reflects a monological uadeiag.

This means that even if several languages are defined, one language will be chosen at a time
based on who is contacte®everal problems catcurin this context. Louhiaksalminen and
Kankaanranta (2012), for example, reveal difficulties encoedtleyorganizationghat adopt

this approachbecauseemployees in the company employingmenological multilingual

strategy were not satisfied compared to those in the company with a BELF strategy. In
particular, they cite a lack of guidance on when, lama why to use each of tliesignated

four corporate languages. They also explain that despite the fact that the four languages were
initially presented as equal, English quickly gained a more important status than the others. In
addition, another difficdy with this monological multilingualism approach is the idea that

employees will have to speak more than one langifigigey intend to change work groups or
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levels Those who speak only one of the corporate langudgesot benefit from all the

interlangiage dynamics that characterize and facilitate interactions (Kdseerson, 2005).

In contrast to the monological multilinglism approach is multilinguafrancawhere
languages are so intertwined and merged that the boundary between these landuatjes is
and difficult to defing(Makoni & Pennycook, 2012feely and Harzing (2003gfer to this
SKHQRPHQRQ DV D 3.0Dhe&yxepbrtHatFLB% OF WitBrhafional transacti@me
already diredVH G L Q W K1A/jparcRIarity/\WfEhis@pproach is thi is both global and
local. It is global in the fact that people understand eacérdkitough a mix of languages and
in its objective, bt this globality cannot be considered without thealacontext that belongs
to each language and culture (Janssens &8tey2014). A consequenagthis approaclis a
certain fluidity between language, culture, adentity. Janssens and Steyaert (2014) believe
that this multilinguistic approach impliesa reconsideration of the relationship between a
language and a national identity, evedigconnection becausanguage transcends national
cultural identityandbringV W KH Z R U @oGefhér Wihl® &raoHolingual RIWHQ 3(QJOL VI
R Q Gapproach is th most common in international teamsnaltilingua francamay actually
be a more ideal solution for highmultilingual teamsso that they can use their language skills
to their advantageHowever, amultilingua francais arguablythe most difficult langage
strategy to puinto practicgChevrier, 2013)That isbecause it is the team that must determine
when, how, and with whom they mix languages. It is a teaweps) so a bottomp initiative

is necesaryto implement it.

Although this approach is difficult for organizations to implement, itmargued that
a multilingual francaalready exists, at least to some extent, in multilingual teams without
necessarily beingmplemented officially KassisHenderson (2005and Cohen and Kassis
Henderson (2012) arguthat there is already an interaction of different lamgsain
multilingual teamsgeventhose with a corporate languageéieBe languages are often used
flexibly in practicewith individuals choosig which language(s) to use, with whom, when and
for what purposeFurthermore, Kankaanrenand Planken's (2010) studly the borderline of
BELF and anultilingua francaimplicitly refers to amultilingua francawhen the interviewees
share that sometiméisey use a mixture of languages: sometimesmatdive English speakers
use English expressions or words to better express themselves if there is no equivalent in their
native language such as technical jargonthis way, language can be conceptualize@ as
VRFLDO DFWLYLW\ ZKLFK -DQVVHQV DQG 6WH\DHUW D
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WUXO\ JRHV EH\RQG DQ\ NL @G3R ILaRdr&ayesCareQttietdiote Lo
exclusive, and the speaker uses the words and expressions that dacditahunication
according to the situation and the receiver of the message, even when crossing the border

between several languages.

Codeswitching could also be considered within the context of multilingualism. The
term codeswitching comes from sociocW XUDO OLQJXLVWLFV DQG UHIHUV W
one language in the courseabkingle communicative episod@eller, 1988, p. 1)It occurs
when individuals switch between languages within a conversation. Often, they witl code
switch from the functional language to another common language between the interlocutors to
explain or clarify what was said in the functional langudgszer andPudelko (205) classify
codeswitching as3>ODQJKQGXFHG FRSLQ heHahguagsemsitive research in
IB, codeswitching is mainly viewed undermonological multilingual approachch that one
language is used attimefor clarification While codeswitching can increase understanding
and efficiencyespecially for individuals who speak the same native language (that is not the
common languagejt also has the potential to cause intense emotion, tensions and reduced
benevolencédased trustwahiness between team members when used too (Hlictis et al.,
2014; Tenzer et al., 2014kor this reasonTenzer and Pudelko (2028jate that managers
should limit codeswitching (in group settingggnd should practicguiding codeswitchers
back to the sharethnguage Yet, this does not cover the use of greetings or common

expressions aimed to build relationships.

Yet, previous studies have failed to view ceaudtching through the lens of a
multilingua franca This could demonstrate a greater flexibilityvards and acceptance of
codeswitching. Another aspect that has not been treated in the literature related not only to the
native languages spoken by the interlocutors, but also learned languages and-tamgonage
proficiency. Therefore, we intend to ther explore codewitching to understand if and when
codeswitching could be acceptable and who actually mobilizes-saatehing and when in a

multilingual virtual team.

1.2.3 Skills management and language nodes in multilingual GVTs

Beyond recognizinghe languages spoken by the team members and choosing a common

language for team activities, language managenmaives understanding the distinction
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between language skills and communicative competence and how these skills can be
centralized inindivilKk DOV NQRZV DV 2ODQJXDJH QRGHYV ~

Language skills versus communicative competence
Language and communication are often seen as interchangeable, but it is important to note their
unique implicationsLanguage skills relate to the ability constructanguaye throughheuse
of appropriate linguistic and semantic signals of a given language, thereby conveying meaning
in thatlanguage (Brannen, 2004)anguage skills are measurable in that there are specific
sounds, grammatical structures and conventionsatkattributed as correct within a language
(Klitmgller & Lauring, 2013) An example of a measaiof language skills is the Common
European Framework that measures reading, writing, listening and speaking on levels from Al

(complete beginner) to C2 (mastery).

Language skills belong to individuals (Angouri & Piekkari, 2018), but they influence
how tetDPV UHODWH 6R LW FRXOG EH VDLG WKDW 30DQJXD.
PDQDJHPHQW (®¢lcB EtRiIS @QA95)An example of language skills necesséoy
teamwork is proficiency in a specific language, which enables an individual to communicate
and share knowledge and a team to function. For thismeasme scholars have explored
common language proficienayhich refers to the level of (generally norative) language
skills which are held by individuals that are using that language to commuitatesller et
al., 2015) Othershave studied how individuals who are fluent in several languages may act as
SEULGJHV ™ DQG IDFLOLWDWH H[FKDQJHV OLQBan&éHY DQG
Rasmussen et al., 2014hese language skills, and particularly English language proficiency,
has been shown to act as a baseline or gatekeeper to developing further comraunicativ

competence at the workpla@eockwood & Song, 2020)

SURILFLHQF\ LQ WKH RUJDQL]DWLRQYVY ODQJXDJH V LV
functioning team. Communicative competence is also impoliachuse simply sharing a
language does not guataa shared meaning (Cohen & Kagdmsnderson, 2012, Karhunen et
al.,, 2018).&RPPXQLFDWLRQ LV D SURFHVV Rl LQYWrhlWHRAPSUHKHQ
agreements and understandings thatlithe more profound and effective because they have
been dscussed (Zarifian, 2009, p. 61, translated@his requires a mutual understiamg of the

reality of the problem or event in question and the meaning, a mutual employment of values
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and the opportunity for individual expression, thereby allowing personal engagement in the

whole proces¢Zarifian, 2009)

While language skills are individual, communication depends on both the sender and
receiver of the message$V VXFK WKH DELOLW\ WR JDXJH da@RtWKHU TV
accordingly, understand the differing meanings of verbal andvadral language both in
person and online, and the ability to listen and ask questions in order to fully understand the
other person's point of view are all examples of communitatldlls (Cohen & Kassis
Henderson, 2012). As a whole, communicative competence consists of linguistic resources
(e.g. knowledge of words angrammar), sociolinguistic resources (e.g. the appropriate
language in a particular social context), cultural dencultural resources (e.g. knowledge
about taboos in particular cultural contexts) and semiotic resources (e.g. gestures, signs, images

and drawings{Karhunen et al., 2018)

It can be noted that the cmept of communicative competence can vary between
cultures.Competenceefers towhat constitutes a good participant in a conversation or event,
or what characterizes a good team leader. This differs widely between national cultures and
therefore also betaen differentanguage communities (Kasstenderson, 2005). Due to the
strategic importance of these skills, it is therefore necessary to build on these competencies and
experiences of diversity in order to make linguistic diversity a strength that ssipipooverall

capabilities of the organization.

Language nodes
Individuals can serve as0 D Q Ji68ed KMarscharPiekkari et al., 1999)also known as
SEULGJH LQ @amérBasmu@3én et al.2014) + within a group to facilitate
communication./DQJXDJH QRGHV VHUYH IXQFWLRQV VLPLODU WR
facilitate interactions between the team and other organizational(BaitserRasmussen et
al., 2014; Zander et al., 2012hese intermediaries include bilingual employees, expatriation,
inpatriation, nomative locals and parallel information netwolktarzing et al., 2011) For
those that are acting as linguistic links between or within groups, their role depends on relevant
language skills that are necessary within the team and organi¢BaomerRasmussen et al.,
2014) Their skills cover four functions that reduce barriers: exchange, linkage, facilitation,

andintervention (BarneRasmussest al.,2014)
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Language nodes and boundary spanners can have both positive and negative effects on
the group.MarschanPiekkariand colleague$1999)found that language nodes were key in
helping with communication fles, but also that such flows are quite vulnerable when they are
so persofbound. LikewisePiekkari and colleagug®005) found that bilingual proficiency
ZDV D *6HRXEO3H VZRUG LQ WKDW LW H[WHQ Gttt tHiWvSRQV L E |
to help others, yet also that it extended personal communication relationships, improved access

to information and enimced career opportunities.

By highlighting the existence of language nodes, it raises the question of who team
members pproach for help to clarify information or even to represent the giichgpconcept
of language nodes implies that these choices will depend on the existence of such language
nodeswho possess specific language skills such as both proficiency in the cdamgaage
and in the native language of the team member approach them. This remains to be further

understood.

1.3 The advantages of language diversity in teams

Even thougtihe notion of "language barrier" is still strongly presenhascientific literdure,
someauthorshave taken a more positive view to affirm that linguistic diversity is not only a
EDUULHU RU 3YCZhbaRes,R@HAFHE dbivertbme, ha real strength to harness (Bordia

& Bordia, 2015; ChurciMorel & BartelRadic, 2014). These scholars recognize that people
with specificlanguage skills cabe assets for the organizatidranguages can be company
resources and should be capitalizedrnymnd appropriate language strategies are therefore a
source of competitive advanta@leéim, 2016) In thisway, language isot onlyrecognized as

a barrier, but also ab Q 3 H Q (ThRand$,2007)

By shifting the focus from solving the mguage barrier to developing strategies and
recognizing the benefits of language diversity, Cohen and KHssiderson (2012) encourage
establishing rapport between team membe&klesson and Karreman (200@ropose
highlighting the creativecapabilities of language alongside its functional capabilities and
recognizing how language shapes organizational re@itganizations should shift the focus
to drawing upon the larger pool d&howledge, skills, experience and perspectives than
homogeneos groug. Similarly, Angouri and Piekkari (2018) encourage scholars to focus on
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language as a fluid practice by taking on a multilayered and multidisciplinary approach. This
encourages focusing on the fluidity of practices and processes that are &dsidodlze context

+such as in global virtual team@ngouri & Piekkari, 2018) Therefore, scholars are
HQFRXUDJHG WR 3]RRP« LQ WKH SUDFWLFHV RI HPSOR\HHYV
out on the wider c @ WH[W ZLWKLQ ZKLFK WKLV WDNHV SODFH™ LQ R
practice(Angouri & Piekkari, 2018)

As Hackman and Kat2010)explain,the question then becomes: how do we capture
and use these resourc&y?e response comes from Welch and Welch (2019) who describe that
individuals rather than top management are often the initiators of such strategies. We would
further like to propose the groap team as the instigator of change because it is through team
processes that language diversity can either become a barrier or an advantage. In addition,
Tietze 018 in Chanlat, 2022) encourageslexivity in multilingual contexts where English
is thecommon language. This reflexivity allows scholars to go beyond the specific causes and
effects of English language use to understand in more depth the intricacies of the multilingual

situation.

As statedin this research, language is approached nostatia or fixed entity, but as
a social construct that emerges from multiple layers of co(f@xhunen et al., 2018That is,
languages evolve and do not only influence ghecess of constructing what is real, but are
also informed by those same processes. Languages are created and modified through specific
situations and interactions between pedplarhunen et al.,, 2018)DQG DUH WKXV 3D FRF
FRQWUDGLFWRU\ DQlecat®d &.| FOIBRQFHSW’

As such, langages in organizations go beyond national languages. For example, as
presented in the previous chapter, language can also be based on the groups that employ them,
VXFK DV DQ RUJDQL]DWLRQDO ODQJXDJH DOVR NQRZQ DV 3
(Welch et al., 2005Due to the complex and contesfiecific nature of language, it is important
to discuss the specific setting of this thesis: the global virtuad.tea
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Chapter 2: Global Virtual Teams (GVTSs)

S WV WKH OHDGHUYY MRE WR C
communication ctire and then choose the tools to
DFKLHYH WKDW IRU D UHPRW

Tsedal Neely (2021, p. 62)

2.1 Setting the scene: The Global Virtual Te am (GVT)

Building to the concept of a global virtual team, we start withdonceptalizationof ateam

in itself, which often evokes, in the most general of settirtgss of cooperation, energy and
collective work.A teamis defined as group of indivdualswho collectivdy work towards a
common goal under the guidance of a led®&villard, 2005). To differentiate a team from a
group, it is necessary to highlight the fact that team members collaborate together to achieve a
goal for which they considehemselvesollectively responsibléevillard, 2005) Therefore,

a work group is more focused on the individual while the work team is largely focused on the
collective and the complementarity of the membaream shows a comparatively high degree

of investnent intheir cohesion, mobilizatiomnd building a eammunity of action practices
(Devillard, 2017)

7TRGD\YV WHD P VYenvarkaQl@Elextble wihHfluid boundaries and evolving
structures because thawust address constantly changing external demands aned ever
increasing flexibility(Hackman & Katz, 2010)n view of this flexibility and agility, we are
convinced, as Devillard VD\V WKDW WKH W HaPresponéOto@tiefnaQ J HQ W
neals and evolves over tim&lowadays, tiis oftenleads to a higher degree of virtuality,
referring tothe degree to which a team womksline or in the virtual setting. In early 2020,
89% of employees said that working in a virtual team was critical toghedguctivity (RW3
LLC, 2020) 21 FRXUVH WRGD\TV SDUWLFLSDWLR @QcKetgd¥dd&J W XDO
result of the COVIB19 health pandemic, and this is predicted to continue theofuture
(Marsh, 2021)
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It is important to note that virtuality is not a categorical variable, with a tstrar
beng virtual or faceto-face. Rather, it is a dimensional attribtitat isdefined on a continuum
There is variation in the extent of faem-face contact and use of information and
communications technologies (ICT®hudoba et al., 2005; Gibson & Gibbs, 2006; Griffith et
al., 2003; Hertel et al., 2005; Mawloet al., 2017; Maznevski & Chudoba, 2000)rtuality
can also be described as a team characteristic alongside diyidesitigl et al., 2005)In this
way, virtual teams (i.ehighly-virtual teams or teams with a significant amount of online
contact) are not qualitatively distinct from tesithat mostly operate fate-face(Hertel et al.,
2005) Yet, Connaughton and Shufflé2007) believe that doing a project within a global
virtual team ismore complex because of the need to communicate across cultures, collaborate

virtually and work simultaneously and remotely.

In the literature, these teams have been called many different names, including virtual
teams(Gibson & Gibbs, 2006; Gilson et al., 2015; Hertel et al., 208®pal virtual teams
(Dai et al., 2018; Jarvenpaa & Leidner, 1999; Klitmgller & Lauring, 2013; Maznevski &
Chudoba, 2000; Zakaria et al., 200dulticultural distributed tearfConnaughton & Shuffler,
2007)and multilingual virtual teaméTenzer & Pudelko, 201@mong others (for more, see
Connaughton & Shuffler, 200.7For the purposes of this thesis, we ghksbal virtual team
(GVT)to underline the context in which this research takes plaoaittilingual virtual team
WR KLJKOLJKW WKH WHDPfV ODQJXDJH GLYHUVLW\ *97V
advanced Eglish speakers working remotely around the globe, but rather, there are people

from different languages and backgrounds coming together to fulfill a goal as a team.

2.2 Characteristics of Global Virtual Team s (GVTs)

We define global virtual teams based three essential characteristics. Virtuality is
multidimensional, but the number of dimensions varies between different sditilasen &
Gibbs, 2006) For the purpose of this research, we have identified three main dimensions or
characteristics for identifying GVTgeographic and temporal dispersion, dependence on
technology to communicate and cultural and linguistiedity (Chudoba et al., 2005; Jawadi

& Boukef Charki, 2011; Maznevski & Chudoba, 200&ach of these characteristics is

explained in the followig subsections
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2.2.1 Geographic and temporal dispersion

First, virtual teams are dispersed in space and time. Geographic dispersion is a key component
of these teams and is globally discussed by any researcher who deals with the topic of virtuality
(Dai et al., 2018) However, there are sevenariationsof geographic dispersion such as
collaborating with people who work atfidirent sites, collaborating with people purely at a
distance, working from home, or traveling on business (Chudoba et al., 2005). To teldress
dispersionone can study spatial and configurational geographic dispersion. Spatial dispersion
refers to thehysical distance between team memlemng configurational dispersion refers to

the number of locations where different team members are located (Hackman & Katz, 2010).
For thisresearch, wéocus on the collaboration of peoplennultiple locations acrss the globe

thusa combination o$patial and configurational dispersion.

Temporal dispersion refers to collaboration across time zones (Chudoba et al., 2005).
When working across time zones W LPSOLHV WKH QH HWGrkWdReddIESMNX VW 3Q |
orderto communicate with others atdistance (Chudoba et al., 2005). In other words, one
person must adjust to the other because of the inability of both parties to communicate during
the same time frameBesides simply calculating the time difference basedime zone,
interlocutors may also want to consider perceptions of time to understand how time is
organized, how punctuality is considered and other elements related to (faltardiscussion
of culture and time, se&LOBE Project 2022; Hofstede, 1983, 201Memporal dispersion
has recently been recognized as more important than geographic disfuerseomote vork as
a result of the combination of the covi@ pandemic and current political and economic
changegBarth, 2022)While remote work des not necessarily equate to global virtual teams,

both experience limitations and advantages resulting from online collaboration.

Beyond the challenges that geographic and temporal dispersion create, there are also
clear advantages. Specifically, thésams are able tioee themselves from the constraints of
space and time (Jawadi & Boukef Charki, 20Iherefore, they can access the right people
with the right skills, no matter thdimcation (Carmel, 1999 in Chudoba et al., 20D&vadi &

Boukef Chaki, 2017).
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2.2.2 A dependence on technology to communicat e

The second feature of virtual teams, which is alsiely mentioned bycholarsis the reliance

on technology to communicate remotely. In addition to the standard technologies used by any
company such as email @nphone calls, virtual teams supplement standard communication
practices withvideo conferencing and social netwarksmong numerous other options
Chudobaand colleaguef005) elaborate on the usefulness of technologies such asasszb
conferencing applications, instant messaging and cell phone applications. The literature review
by Gilsonand colleaguef015) considersnany new and emergingdhnologies that can be

used byvirtual teams: collaboration tools (e.g. Huddle, Blackbdaallaborate), document
sharing (e.g. Sharepoint, Dropbox),-@@ation documents (e.g. Scribblar, Google Docs),
meeting tools (e.g. GoToMeeting, Google Hangouts), project management tools (e.g.
Microsoft Project, Basecamp), professional knowledge builtiiods (e.g. Yammer, Jive),

tools that create 3D virtual environments, and social networks. One can imagine the emergence
and usefulnessf other new tools since theeation of this list, such as teamwork applications

that mix team collaboration and orgaation and social networking likélackand DiscordIt

is worth noting that the comfort of using new technologies may depend on generational aspects.
Millenials (the majority of which grew up with computers) may be more comfortable with and
have more digtct attitudes and habits for using technoldiggn older generatior{®ai et al.,

2018)

A remote employee will use a combiima of tools toperform a task together with their
team. These communication tools allow employees to work wherever they want. They
therefore serve to reduce the constraints of dispersion (Jawadi & Boukei,C2Gi1).
Technology makes virtual team commnication possible. But on the other hand, does
technology really have such an effect tihdioth stimulates communication and performance?
Gilsonand colleague015)demonstratéhat most research during the past decade shows that
technology either degdes or does not impact virtual team performance. Givanietigora of
previous studiest is no longer worthwhile to continue studies of the risks and benefits of using
technology. Instead, Hackman and Katz (2010) recommend identifying the condi@bns th
encourage their successful use. They also recommend identifying falcero-face
communication is most useful for good team functioning and dyna@iicaurse, this reliance
on technology and the specific technology chosen to communicate also cevtdbt WR D WHDP
degree of virtualitf{Connaughton & Shuffler, 2007; Martins et al., 2004)
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2.2.3 Cultural and linguistic diversity

The third and final characteristic of global virtual teams is its inherent diveaBsitpuse of the
geogaphic dispersion and the fact that a company will look for the required skills among a
global population, virtual teams are naturally multinational, multicultural, and multilingual.
Regarding their diversity, team members differ in thaational, cuiurd and linguistic
attributes(Gibson & Gibbs, 2006; Zakaria al., 2004) and some scholars highlight language
diversity as a3G LV W L Q J X LV KGhénletl &.D2008,LpH670f such teamgTenzer &
Pudelko, 202Q)Referring to surfacéevel characteristicsahguage differenseareeasy to
observe because the team cannot avoid communicatioether that is verbal or written
(Cohen & KassiHenderson, 2012; Tenzer & Pudelko, 2028% previously stated, this
dissertation focuses on verbal and written communication ovewvertal communication

such as gestures.

Diversity is said to lead to a global mindset where openness and sensitivity to
GLIITHUHQFHV UHLJQ ZKLFK LQ WXUQ 3LV WKH IRXQ@GDWLRC
VKDULQJ (BakaisveX bl.H2004)Because of this, these teaare cited asoften more
diverse and dtectively more knowledgeable than teams that work only-tadace (Hackman
& Katz, 2010).

However, diversity is not always seen as positive. For example, Maznevski and
Chudoba (2000) found that cultural differences negatively impacted GVT coordination.
Similarly, Kayworth and Leidnef2000) found similar negative effects on communication.
Whether positive or negativdiversity plays a clear role in team functioning because cultural
values filter perceptions and guide behavif@fiudoba et al., 2005Regarding language
diversity in virtual teamsChudoba et al. (2005) believe that language is particularly relevant
in the virtual work environmenprecisely because mostommunication occurs through
information and communication technologies (ICTF®x this reason, we believe that this third

characteristic of global virtual teams, high language diversity, warrants further attention.
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2.3 Communication processes and cho ice of communication channel

2.3.1 Communication as a team process

&RPPXQLFDWLRQ FDQ EH GHIL Q Hvwhidh Qarticipsvitd drdaie@ni\shisleP S U R |
informationwithRQH DQRWKHU LQ RUGHU WR UHDFK D PXWXDO XQ
in Dennis et al., 2008). It requires information exchange through message transmission by the
sender and message processinthe receive(Dennis et al., 2008 herefore, intersubjective

meanings are created through the interaction of multiple p@dpanda & Saund